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THIS AGREEMENT made this ___ day of _, 2023

BETWEEN: College of the Rockies
(hereinafter called "the College")
PARTY OF THE FIRST PART

AND: Canadian Union of Public Employees Local 2773
(hereinafter called "the Union")
PARTY OF THE SECOND PART

WHEREAS the College is an employer within the meaning of the Labour Relations
Code of British Columbia;

AND WHEREAS the Union is the collective bargaining authority for all employees of the
College covered by the Union's certification;

AND WHEREAS the Parties hereto have carried on collective bargaining under the
terms of the said Act and have reached agreement as hereinafter expressed,;

NOW THIS AGREEMENT WITNESSETH THAT the Parties hereto agree each with the
other as follows:

ARTICLE 1 PREAMBLE

1.1 It is the purpose of the Parties to this Agreement:

a) to maintain and improve harmonious relations and settled
conditions of employment;

b) to recognize the value of joint discussions and negotiations in

all matters pertaining to working conditions, employment,
services, etc.;

c) toencourage efficiency in operations; and

d) topromote the morale, well-being, and security of all
employees.

ARTICLE 2 DEFINITIONS & INTERPRETATION

21 "BOARD"
means the College Board.

2.2 "COLLEGE"
means the College President or their delegate.
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2.5

a)

"UNION"
means the Canadian Union of Public Employees, Local 2773.

IIDAYII
means a calendar day unless stated or implied otherwise.

"EMPLOYEE"

means a person employed full-time or part-time who is covered by the
terms and conditions of this Agreement and shall have the same
meaning as defined in the Labour Relations Code of British Columbia:

Probationary Employee - an employee who is serving a probationary
period(s) to determine suitability to a regular employment, or in the
instance of a Term employee, to determine suitability for continued
employment. All terms and conditions of this Agreement shall apply in
full unless otherwise provided.

Regular Employee - a full-time or part-time employee who has
satisfactorily completed or met the requirements of a probationary
period(s) and who is employed on a continuous and/or permanent
basis. Employees are entitled to employee benefits as per this
Collective Agreement. Further, this employee shall not have their
employment status changed as a Regular employee during the term
of this Agreement.

Term Employee - a full-time or part-time employee who is employed to
fill a specific work requirement which is anticipated to be of a specific
duration [i.e., fourteen (14) or more hours per week and for more than
three (3) consecutive months duration]. This employee is not entitled
to any of the employee benefits of this Agreement except as
otherwise provided. However, such an employee will receive,
semi-monthly, sixteen percent (16%) calculated on their total wages in
lieu of such benefits, including annual vacation pay.

Auxiliary Employee - an auxiliary employee shall mean an employee,
full-time or part-time, who is employed on a day-to-day basis. An
auxiliary employee shall be paid a minimum of three and one half
(3.5) hours pay at the hourly rate per shift. This requirement may be
varied by mutual agreement, in writing, between the parties. An
auxiliary employee shall also be paid a three and one half (3.5) hour
minimum when an expected work assignment is cancelled, and the
employee was not notified of such cancellation the day prior.

An auxiliary employee shall receive eight percent (8%), in addition to
their regular hourly rate, calculated on their total wages in lieu of
benefits, including annual vacation pay. It is not the intention of the



2.6

2.7

2.8

2.9

College to employ an auxiliary employee instead of employing a
regular or term employee.

Auxiliary employees are primarily relief employees and may be
employed to work full shifts or part shifts on an as-needed basis, in
capacities such as: sickness relief, vacation relief, leave of absence
relief, temporary workload relief. It is understood that the use of
auxiliary employees will not result in a lay-off nor a reduction of the
regular hours of work, nor a loss of wages of a regular or term, full-
time or part-time employee.

A regular employee who retires and is subsequently rehired by the
College as an auxiliary employee within 180 calendar days shall retain
the same increment step held as a regular employee and be credited
with the appropriate hours earned at that step.

e) Part-time Employee - means a regular or term employee who works

f)

an average of fourteen (14) or more hours per week, but less than
thirty-five (35) hours per week. A part-time employee will be
guaranteed a minimum of three and one half (3.5) hours per shift. A
regular part-time employee is entitled to benefits as per Article 17.6.

Regular Sessional Employee - a full or part-time employee who has
satisfactorily completed or met the requirements of a probationary
period(s) and who is employed on a permanent basis for a minimum
of six (6) consecutive months up to a maximum of ten (10)
consecutive months each year.

Regular Sessional employees are entitled to employee benefits as per
this collective agreement.

See Schedule 'A'.

"PRESIDENT"
means the College President and Chief Executive Officer.

The parties agree that the Collective Agreement be recognized as
gender neutral.

A word used in the singular also applies in the plural, and vice versa,
unless the context requires otherwise.

"SPOUSE" - For the purposes of this Agreement, spouse designates
legal spouse, common-law spouse, and same sex partner of an
employee, provided that the relationship between the couple meets
the requirements of a "common-law" relationship as determined by the
benefit plan insurers. This definition shall apply to all Articles of this
Agreement, including but not restricted to Articles 17.2, 17.3, and 17.4.



ARTICLE 3

3.1

3.2

ARTICLE 4

41

4.2

MANAGEMENT RIGHTS

The Union acknowledges that the management and direction of the
employees are retained by the College except as otherwise provided
in this Agreement.

The College shall exercise its rights in a fair and reasonable manner.
Management rights shall not be used to direct an employee in a
discriminatory manner, nor shall they be used to deprive an employee
of their employment except for just cause.

UNION RECOGNITION & RELATIONS

The bargaining unit shall comprise all employees included in the
bargaining unit as described in the certificate, issued by the Labour
Relations Board of British Columbia, except positions excluded by
mutual agreement between the local parties or excluded by the Labour
Relations Board of British Columbia.

a) The question of inclusion or exclusion of a new position created by
the Employer will be negotiated with the Union prior to any posting
of the position. In the event the parties do not agree, the question
of inclusion or exclusion may be referred to the relevant labour
relations legislation. Where the parties fail to agree and pending a
decision from the relevant body administering the labour relations
legislation, the position may be filled and worked.

The Employer will provide the Union with a copy of the
organizational chart for the immediate branch or program where
the position is located, a copy of the position’s job description and
a copy of the job description for the position which supervises the
position in question.

b) If an existing position is changed, such that the union has concerns
about its status, the information as described in a) above will be
supplied upon request. In the event the parties cannot agree, the
question of inclusion or exclusion may be referred to the relevant
labour relations legislation. Where the parties fail to agree and
pending a decision from the relevant body administering the labour
relations legislation, the position may be filled and worked in the
jurisdiction in which the position is currently contained.

The College recognizes the Union as the sole and exclusive collective
bargaining authority for all employees as certified in accordance with
the Labour Relations Code of British Columbia. Further, the College
agrees to negotiate with the Union concerning all matters affecting
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their relationship, aiming towards a peaceful and amicable settlement
of any differences.

The College shall not bargain or enter into any agreement with an
individual employee. An employee shall not undertake to represent
the Union without the proper authorization of the Union. In order that
this may be achieved, the Union shall provide the President or their
delegate with a list of the names of its officers. Likewise, the President
or their delegate shall provide the Union with a list of the names of its
personnel with whom the Union may be required to conduct business.

A designated representative of the Union shall report to and make
arrangements with their supervisor when it is necessary for them to be
absent from duty with pay for the purpose of carrying on negotiations
with the College and/or of attending any mutually agreed-upon
meeting or proceeding related to Union-College relations.

The Union shall have the right to have the assistance of a
representative of CUPE or any other advisor when dealing or
negotiating with the College. Such a representative/advisor shall have
access to the College premises to investigate and assist in the
settlement of a grievance.

The College shall accommodate on-site Union meetings when
possible - it being understood and agreed that the scheduling of such
meetings shall not interfere with the operation of the College.

Employer Paid Union Leave

The President of the bargaining unit or alternate designated by the
Union shall be granted twenty-five percent (25%) Employer-paid time
release from a full workload per year. Such time shall be used to
facilitate the operation of the collective agreement and employee—
employer relationships. The President shall schedule such time with
their supervisor. This provision is in addition to any other Employer-
paid release time in the collective agreement.

Where such leave is granted, the Employer will replace the employee
as necessary. The cost of this provision will be borne by the institution
as a general operating expense.

Contact Information

Subject to any applicable law regarding privacy, the employer will
provide to the Union a list of all the employees in the bargaining unit.
The list will include each person’s name, job title/classification, home
mailing address and any other available contact information that the
employer has including personal telephone numbers, such as cellular
numbers, work e-mail, and, if available, personal e-mail.
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ARTICLE 5

5.1

5.2

This list will also indicate the employees’ work site and employment
status (such as regular, term, auxiliary, part-time and regular
sessional), and if the employee is on a leave of absence, the type of
the leave.

The employee contact list will be provided in an electronic spreadsheet
to the Union contact designated by the Local Executive on a semi-
annual basis.

New Employees

On commencing employment in a position within the bargaining unit,
the employee’s immediate supervisor or other representative of the
employer will introduce the new employee to their Union Steward.

The Union Steward will be given an opportunity to meet privately with
each new employee during the first month of employment to acquaint
them with the structure, benefits, and duties of union membership. A
maximum of thirty (30) minutes will be allowed for this purpose within
regular working hours and without loss of pay for either employee.
The day of the month will be mutually agreed to between the
employee’s supervisor and the Union Steward.

Union Bulletin Boards

The Employer will provide a union bulletin board at the Cranbrook
campus. This board will be located in an area that is highly visible to
employees. The bulletin board will be used solely for postings by the
Union.

The Employer will also provide a space on the Portal and SharePoint
for the Union’s use.

UNION-COLLEGE BARGAINING

Union Bargaining Committee

A Union Bargaining Committee shall be established and shall consist
of not more than four (4) members. The Union shall advise the
College of the names of the members of this Committee.

Bargaining Meetings - Scheduling

Bargaining meetings shall be scheduled at a time and a place
determined by mutual agreement.
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Bargaining Meetings - Attendance

A member of the Union Bargaining Committee shall have the right to
attend bargaining meetings with the College held within their
scheduled work shift without loss of pay.

Ratification Meetings

A member of the Union shall be permitted to attend a ratification
meeting without loss of pay provided that a minimum of forty-eight (48)
hours' notice is given in writing by the Union to the College.

Human Resources Database

a) The Parties agree to provide and support the accumulation and
dissemination of available data to the Centre for Education
Information Standards and Services, or some other mutually
agreed-upon organization. The Parties may undertake joint
projects for the comparative analysis of such data.

b) The Parties recommend that the Ministry of Advanced Education
provide funding to assist in the gathering, analysis, and
maintenance of such data through the agreed-upon organization.

c) The Parties believe that their ongoing and collective bargaining
relationships are enhanced through useful, timely and accessible
data on relevant human resources matters, including those
listed below.

d) Relevant Matters Include:

Health and Welfare

Types of coverage

Participation rates

Premiums

Cost sharing

Commission costs

Available studies commissioned by Government agencies (e.g.,
comparative benefit analysis)

e Carrier contracts

Collective Bargaining

e \Wage information and any other bargaining unit compensation
information requested

e Demographics: age, sex, salary, placement, status

e Analysis of local Collective Agreements within the system

e Pension Plan patrticipation rates

Contract Administration
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e Arbitration, Labour Relations Board and other decisions and costs
thereof for the system
e Local Letters of Understanding

UNION MEMBERSHIP & DUES

Union Membership

All employees, as a condition of continued employment, shall become
and remain members in good standing of the Union according to the
constitution and by-laws of the Union. All new employees shall, as a
condition of continued employment, become and remain members in
good standing in the Union within thirty days of employment. No
employee shall be deprived of their employment by reason of loss of
their membership in the Union for reasons other than those specified
by the Labour Relations Code of B.C.

Union Dues - Deductions

The College shall deduct from every employee any dues, initiation fees
or assessments levied by the Union from the semi-monthly payroll.
These deductions shall then be forwarded to the Secretary-Treasurer
of the Union not later than the fifteenth (15th) day of the following
month and shall be accompanied by a list of the names of those
employees from whose wages the dues have been deducted and of
the amounts so deducted.

Union Dues - Income Tax (T-4) Slips

The College shall include on the Income Tax (T-4) slips the amount of
the Union dues deducted.

EMPLOYEE RIGHTS

Position Descriptions and Salary Classification

The College shall provide a Regular or Term employee with a copy of
their position description and salary classification at the time of the
employee's hire, or upon their request.

All newly created or significantly revised Regular and Term positions
shall be evaluated in accordance with the College/CUPE Gender
Neutral Job Evaluation Plan.

All Regular and Term positions to be appealed shall be as per the
procedures in the College/CUPE Gender Neutral Job Evaluation
Maintenance Manual which shall be considered to be part of this
Collective Agreement between the Parties.
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7.31

Discrimination

The College agrees that there shall be no discrimination, interference,
restriction, or coercion exercised or practiced with respect to any
employee in the matter of hiring, wage rates, training, upgrading,
promotions, transfers, layoffs, discipline, discharge, or otherwise by
reason of race, colour, ancestry, place of origin, political belief, religion,
marital status, family status, physical or mental disability, sex, sexual
orientation, or age, nor by reason of their membership in the Union or
because the employee has been convicted of a criminal or summary
conviction offence that is unrelated to their employment.

Sexual and Personal Harassment

The College and the Union recognize the right of all employees to work
in an environment free from sexual and personal harassment. Any
complaint alleging sexual or personal harassment shall be treated
seriously and in strict confidence and may be addressed through the
grievance procedure, the College's Sexual Harassment Policy, or by
notifying the B.C. Council of Human Rights.

If the grievor chooses to file a simultaneous complaint with the Human
Rights Commission, the grievor agrees that, in so doing, the grievance
procedure shall precede the complaint. The parties agree that proven
sexual or personal harassment is a serious violation of an employee's
rights, dignity, and personal well-being. The College will investigate all
harassment grievances and treat all such grievances with seriousness
and confidentiality. Where such grievances of a sexual or personal
harassment nature are justified, appropriate disciplinary measures, up
to and including dismissal are supported and endorsed by the parties.

Supervisory responsibilities, which are carried out, including
disciplinary action, are not harassment.

Sexual Harassment

Sexual harassment may be physical and/or psychological, and may
take the form of any unwanted or unwelcome conduct, comment,
gesture, or contact of a sexual nature that is likely to cause offense or
humiliation by another employee of the College who knows, or
reasonably should be expected to know, that such behavior is
unwanted or unwelcome.

Sexual harassment also includes: sexual advances and requests for
sexual favors such as an implied or expressed promise of a job-related
reward to comply with a sexually-oriented request; a reprisal, or an
implied or expressed threat of reprisal that impacts employment; a
denial of employment opportunity, or the expressed or implied threat to
deny employment opportunity.
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Examples of sexual harassment that are not acceptable include:

e verbal harassment or abuse such as sexist jokes, comments,
conduct

e posters, postcards, calendars, pictures, literature which is
sexually explicit and not related to the work environment

e unwanted touching, patting, pinching, physical contact

e unwelcome compromising invitations which are of a persistent
nature.

Personal Harassment

Personal harassment shall be defined as repeated, intentional,
offensive comments or actions deliberately designed to demean and
belittle an individual or cause personal humiliation.

Examples of personal harassment that are not acceptable may
include:

o discriminatory behavior in violation of human rights legislation
¢ physical threats, abuse, assault, intimidation
e verbal abuse

Harassment Complaints Procedure
a) Obligation

It is the responsibility of the Employer to ensure that complainants
and witnesses to harassment are protected from intimidation or
repercussions after reporting incidents, including any subsequent
investigation.

b) When harassment occurs, an employee will immediately contact
the Executive Director, Human Resources & Payroll or their
designate by telephone or in person and a Union Representative.
The complainant will follow up this contact with written
documentation as soon as possible.

If the nature of the complaint is such that the College's
representative and the Union's representative mutually agree, then
the complainant has the right to leave the job site with pay until the
College has made reasonable alternate work arrangements to
accommodate the complainant while the complaint is being
investigated.

Upon receipt of a formal written complaint, the Executive Director,
Human Resources & Payroll or their designate, will investigate and
provide a summary of action to be taken to the parties concerned,
including the Union. Confidentiality will be maintained as much as

10
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possible subject to the requirements of the investigation and
complaint procedures.

This action could include such disciplinary actions as transfer of
job, suspension or dismissal. Bargaining unit employees, upon
request, shall have the right to have a shop steward present.

c) Employees who make legitimate complaints of harassment will not
have their positions affected in any adverse way. Where the
complaint is considered to be frivolous, malicious and vindictive or
without substance or reasonable or probable grounds, the College
shall take appropriate action.

Personal Duties

The rules, regulations, and requirements of employment shall be
limited to matters pertaining to the work requirements of each
employee.

Strikes, Lockout & Picketing

Employees who are lawfully on strike or lawfully locked out, or who, as
a matter of conscience, choose not to cross a legal picket line as
provided by the Labour Relations Code of British Columbia shall not be
subject to disciplinary action by the College. However, such
employees shall forfeit their salary and applicable health benefits as
per Article 17.2 for the period during which they are absent from duty.
Applicable benefits coverage may be continued for a Regular
employee provided the Union agrees to remit the full premium costs to
the College for such benefits continuation.

College Personnel Files
Access

An employee shall have the right, upon given reasonable notice to the
Executive Director, Human Resources & Payroll, to have access to
and review their personnel file and shall have the right to respond in
writing to any document contained therein. Such a reply shall become
part of the permanent record. Upon request, photocopies of any
documents shall be provided to the employee.

Restrictive Reports

Within twenty (20) working days of receipt, the College shall inform an
employee in writing of any internal or external written reports or
evaluations which express dissatisfaction with the employee's work
performance. If this procedure is not followed, the report shall not
become a part of the employee's record for use against them in regard

11
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to termination, suspension, discipline, promotion, involuntary transfer,
or any other related matters.

All such reports and evaluations must be copied to the employee's file
in Human Resources and be available to the employee. Any
employee so affected shall be given the opportunity to reply in writing,
and/or have recourse through the grievance procedure. If successfully
grieved, such reports and evaluations will be removed from the file
and/or files.

Right to Have a Steward Present

An employee shall have the right to have their Union Steward present
at any formal meeting scheduled by a Supervisor (who is not in the
bargaining unit) where such discussion is intended to be the basis of
formal disciplinary action. When an employee is to be disciplined and
such discipline is to become part of their personnel file, the Supervisor
shall so notify the employee in advance so the employee may contact
their Union Steward to be present at the formal meeting.

Equal Pay for Equal Work

The principle of equal pay for equal work shall apply, regardless of
sex.

Working at Home

a) No employee shall be required/scheduled to perform work of the
bargaining unit at their home.

The employee and the supervisor may mutually agree that the
employee may work at home subject to operational requirements.

In no case shall an employee be permitted to enter into an
agreement, which could conflict with the above, without prior
written consent of the Union.

b) In the case of anillness which is expected to affect, or potentially
affect, the entire staff of the College, the Union and the College
may enter into discussion that allow an employee to perform duties
from home.

c) Inthe case of both (a) and (b) above it is agreed that performing
the duties from home will meet the operational requirements of the
College and is in compliance with Work Safe BC legislation.

d) The determination of the position’s ability to work at home will be
determined by the Dean/Director/Manager of the Department.

12
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HOURS OF WORK

Normal Work Week
The normal work week shall be a guaranteed average of:

- thirty-five (35) hours per week;
- seven (7) hours per day; and
- five (5) consecutive days per week excluding Sunday.

Notwithstanding the above, Sunday shall be included in the normal
work week for Auxiliary and Term employees. Should a Regular
employee wish to be scheduled for Sunday work, they must advise
their supervisor, in writing, that they wish to do so. If a full seven (7)
hour shift is available on Sunday, in their Department, within their
classification, they will have the opportunity to work that scheduled
Sunday prior to the work being offered to an Auxiliary or Term
employee. A Regular employee must advise their supervisor prior to
August 1 of an academic year in order to be considered for Sunday
scheduling in that academic year (September to August is considered
an academic year). A Regular employee hired during the academic
year must advise their supervisor, within two weeks of their hire date,
of their intentions concerning Sunday work for that academic year.

Work Shifts - Scheduling

An employee shall receive a minimum of ten (10) hours rest between
scheduled work shifts exclusive of overtime.

Work Shifts - Changes

The College shall notify a regular or term employee in writing five (5)
days prior to any change in their scheduled work shift except in
emergency/emergent situations or with their agreement, which shall
not be unreasonably withheld.

Rest Periods

All employees who are assigned normal hours of work (7 hours) shall
receive two (2) fifteen-minute paid rest periods; one in the first half of
the shift and one in the second half of the shift.

Shifts of three and one half (3.5) hours shall receive one (1) fifteen-
minute paid rest period as close as possible to the middle of the shift.

Shifts of five (5) hours or more shall receive two (2) fifteen-minute paid
rest periods.

13
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ARTICLE 9

9.1

9.2

9.3

Workplace Flexibility

Where, for bona fide operational reasons the Employer schedules
employees to work Saturday or Sunday, the following criteria shall

apply:

a) Local collective agreement language shall apply except as
expressly provided below.

b) New positions created and vacant positions may include Saturday
and/or Sunday as a regular workday. Postings for these positions
shall state the consecutive days of work.

c) No regular employee hired prior to June 14, 2000 shall be required
to work Saturday or Sunday as a regular workday, unless the
employee is currently scheduled to work Saturday or Sunday.

d) A premium of one additional hour of pay per shift shall apply to all
regularly scheduled work on Saturday and Sunday.

e) No employee shall be laid off or have their hours of work reduced
as a result of this Article.

SHIFT DIFFERENTIAL

Shift Differential

An employee whose scheduled work shift commences prior to 07:00
hours or terminates after 18:00 hours shall be paid a shift differential of
one dollar and 25 cents ($1.25) per hour. An employee whose normal
work week includes Saturday or Sunday shall likewise be paid a shift
differential for those Saturdays or Sundays worked.

Pyramiding with Overtime

There shall be no "pyramiding" of shift differential with overtime. That
is, overtime rates shall apply to an employee's rate of pay for their
scheduled work shift and shall only reflect a shift differential if the shift
differential applies to the scheduled work shift.

Call Out

a) Employees called out to work before the beginning of a shift,
where such hours worked are not continuous with the regular
shift, or, called back after completing a regular day's work,
where such work is not continuous with the regular shift, or from
a day off, shall be paid for a minimum of four (4) hours at

14
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overtime rates. An employee called in on a scheduled rest day
shall likewise be paid a minimum of four (4) hours at overtime
rates.

b) When an employee deals with an emergent issue without
attending the site, and it takes less than two (2) hours, the
employee will be paid two (2) hours at overtime rates. If the
time to deal with the issue exceeds two (2) hours, they will
be paid according to section (a) above.

OVERTIME

Definition of Overtime

Overtime means those hours worked in excess of normal hours of
work as per Article 8.1 (Normal Work Week).

Time Off In Lieu of Overtime

An employee shall have the option of taking time off in lieu of overtime
at the applicable overtime rate of pay.

Compensating time off with pay in lieu of overtime pay is to be taken
within six (6) months from the time the overtime was incurred.
Accumulated time off in lieu may be taken at a mutually agreeable time
between the employee and their supervisor.

In the event that the accumulated overtime cannot be taken in time off
in lieu, it shall be paid out at the concluding calendar year end, or,
depending upon the circumstance presented, overtime may be carried
forward as mutually agreed to, in 'advance', by the College and the
employee.

An employee may request a payment from their time in lieu bank at
any time.

Pay Rates

The rates of pay for overtime shall be:

a) one and one-half (1 1/2) times an employee's regular rate of pay
for the first three (3) overtime hours worked in a day or eight (8)
overtime hours worked in a week, and two (2) times thereafter; and

b) two (2) times an employee's regular rate of pay for all overtime

worked on a scheduled rest day.

Assignment

15
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ARTICLE 11

111

11.2

Overtime shall be shared among all the employees in a work group, if
applicable. It cannot be refused if twenty-four (24) hours' advance
notice is provided to an employee and there is no other qualified
employee able and willing to work the overtime.

Meals

An employee who works three (3) or more hours overtime on a
scheduled workday, and/or five (5) or more hours on a weekend shall
claim a meal allowance consistent with College Policy No. 3.2.5
(Dinner: College Region). Further, they shall be permitted a one-half
(1/2) hour meal break with pay at the applicable overtime rate.

Approved Time Off

An employee, who is absent from work on an approved time off in lieu
of overtime payment, shall be considered as if they had worked their
scheduled shift(s) during such an absence.

Lay-off

An employee shall not be required to "lay-off" during their regular work
schedule to equalize any overtime worked.

STATUTORY/GENERAL HOLIDAYS

A regular, term, or auxiliary employee shall be entitled to the following
statutory/general holidays or such other days as the College may
designate to be taken in lieu of these holidays and/or any other day
proclaimed by the Government of Canada, the Government of British
Columbia, or the College, with pay:

- New Year's Day - Labour Day

- Good Friday - Thanksgiving Day
- Easter Monday - Remembrance Day
- Victoria Day - Christmas Day

- Canada Day - Boxing Day

- B.C. Day - Family Day

- Truth and Reconciliation Day

To be eligible for a statutory/general holiday with pay, an employee
must have:

a) been employed for 30 calendar days before the statutory/general
holiday; and

b) worked or earned wages on 15 of the 30 days before the
statutory/general holiday.

16
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When a statutory/general holiday coincides with an employee's
scheduled rest day, that employee shall receive a day's pay or another
day off with pay at a time mutually determined by the employee and
the College.

An employee who is required to work on a statutory/general holiday
shall be paid at two (2) times their regular rate of pay and, in the cases
of Christmas Day and New Year's Day, at three (3) times their regular
rate of pay.

ANNUAL VACATIONS

a) Aregularemployee who is not on a leave of absence without pay
shall earn and be entitled to the following annual vacation:

first to fourth year 15 working days (pro rata)
fifth year 20 working days (pro rata)
sixth year 21 " " !
seventh year 2 " " "
eighth year 23 " ! "
ninth year 24 " " "
tenth year 28 " " "
fifteenth year 30 " " !

b) A regular employee who is not on leave of absence without pay
shall be entitled to three (3) additional days' vacation, to be taken
between Christmas Day and New Year's Day, except for those
employees whom the College requires to work during that time. In
such cases, those days may be re-scheduled.

Employees are encouraged to take their full annual vacation
entitlement during the current calendar year; however, employees
shall be entitled to bank up to a maximum of five (5) vacation days to
be carried over to the following calendar year. Any vacation carried
over to the following year must be used in the calendar year following
the year in which the vacation was accumulated. Under special and
exceptional circumstances, the College may approve a carryover of
greater than five (5) vacation days from one calendar year to the next.

The annual vacation entitlement shall be scheduled and taken in
blocks of not less than five (5) consecutive working days, except for
five (5) days which may be scheduled and taken in blocks of less than
five (5) days but not less than one (1) day.

a) Scheduling for the Period January 1 to April 30

"Departmental” annual vacation scheduling will be completed by
employees within each department and submitted to their
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ARTICLE 13

13.1

b)

manager by December 15t of the year prior to the year in which the
vacation is scheduled to be taken

The manager shall approve or deny vacation requests by
December 15! of the year prior to the year in which the vacation is
scheduled to be taken. Approval will not be unreasonably withheld
subject to operational requirements.

Conflicts in vacation scheduling will be settled by the department
supervisor with seniority in the department being the main
consideration.

Employees may request vacation schedule changes after
December 15t. Seniority will NOT apply to bump employees with
lesser seniority after December 15!,

Scheduling for the Period May 1 to December 31

i. Employees shall receive their Support Leave Plan by January
31st of each year.

ii. “Departmental” annual vacation scheduling will be completed
by employees within each department and submitted to their
manager by February 28t of the year in which the vacation is
scheduled to be taken.

iii. The manager shall approve or deny vacation requests by
March 15t of the year in which the vacation is scheduled to be
taken. Approval will not be unreasonably withheld subject to
operational requirements.

iv. Conflicts in vacation scheduling will be settled by the
department supervisor with seniority in the department being
the main consideration.

v. Employees may request vacation schedule changes after
March 15!, Seniority will NOT apply to bump employees with
lesser seniority after March 15",

Upon termination, annual vacation entitlement earnings and
accumulation shall be computed to the last day worked and any
unused annual vacation entitlement shall be paid out in salary.

If a term employee becomes a regular employee and there is no break
in employment services, for purposes of vacation entitlement, the
original date of hire will be used.

LEAVES WITH PAY

Sick Leave

18
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13.1.2

The parties have agreed to participate in the Post-Secondary Joint
Early Intervention Program (JEIP). The parties also agreed that the
JEIP will incorporate the following principles:

a)

b)

c)

d)

Jointly Managed — The program will be jointly managed by the
Employer and the Union.

Mandatory — An employee may be referred for participation in the
JEIP when absent from work for five or more consecutive days or
where it appears that there is a pattern of consistent or frequent
absence from work. If an employee is referred, the employee
must participate in the JEIP.

Rehabilitative — The JEIP is rehabilitative in nature.

Confidential — The parties involved in the program will maintain
confidentiality of all information.

General Conditions

a)

b)

Sick Leave means the period of time an employee is absent from
work with or without pay by virtue of illness, injury, quarantine, or
under examination or treatment by a medical/dental professional or
because of an accident for which compensation is not payable
under the Workers' Compensation Act.

The College may require medical proof of sick leave to verify an
employee's absence.

An employee shall be required to produce a certificate from a
medical practitioner for any illness in excess of five (5) working
days, certifying that they were unable to carry out their duties and
is fit to return to work. The cost of such certificate shall be borne
by the College.

Sick Leave Entitlement

a)

A Regular Full-time, Regular Sessional or Regular Part-time
employee, not on a leave of absence, shall earn and accumulate
sick leave credits at the rate of one and one-half

(1 1/2) days per month to a maximum of one hundred and twenty
days (120) as per the following:

1st year of employment: 18 working days (pro-rata)
2nd year of employment: 36 working days (pro-rata)
3rd year of employment: 54 working days (pro-rata)
4th year of employment: 72 working days (pro-rata)
5th year of employment: 90 working days (pro-rata)
6 years or more: 120 working days (pro-rata)
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Absence from work due to an iliness or a non-industrial injury shall be
claimed against the accumulated but unused sick leave credits. The
College may advance sick leave credits to a maximum of five (5) days.
After three (3) or more consecutive days of absence, the College may
require appropriate verification of any illness or injury necessitating a
sick leave claim. However, in extenuating circumstances as
determined by the College, the College may require appropriate
verification for less than three (3) consecutive days of absence.

b) Should an employee terminate employment, any unearned sick
leave credits taken shall be reimbursed to the College.

Term Employee Entitlement

A term employee will earn sick leave entitlement at a rate of one and
one-half (1.5) days per month worked, pro-rata, during the period(s) of
their employment. If a Term employee becomes a Regular employee
and there is no break in service, then for the purposes of sick leave
entitlement, the unused portion of the sick leave entitlement earned but
not taken will be carried forward.

lliness during Scheduled Vacation

If an employee suffers an illness or injury during their vacation leave
and such illness or injury results in confinement under the care of a
physician for a period of five (5) consecutive days or more, then the
employee may claim the absence under their unused sick leave
entitlement, and their vacation leave will be reinstated to their
entitlement, or extended, subject to College approval.

Sick Leave Banked Payout upon Employee’s Death

In the event of the death of a regular or term employee during their
employment with the College, the College shall make a one-time
payment to the employee's beneficiary of fifty percent (50%) of the
employee's accumulated unused sick leave entitlement.

Bridging to LTD Benefit

If a regular employee has exhausted their sick leave entitlement and is
to commence on Long Term Disability benefits approved by the
Insurer, then they shall be entitled to receive a maximum of ten (10)
additional paid sick leave days entitlement on a one-time basis, in
order to accommodate any shortfall of entitlement that may have pre-
existed to their qualifying for Long Term Disability.

Bereavement Leave

a) In the event of a death in the immediate family, (parents, spouse
(including common-law spouse), common-law children,
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common-law parents-in-law, brother, sister, child, step child,
grandparent, mother-in-law, father-in-law, sister-in-law,
brother-in-law, grandparent-in-law, grandchild) or any other person
living in the same household, a regular or term employee not on a
leave of absence without pay shall be eligible for a bereavement
leave with pay for a maximum of five (5) working days. An
employee may split their leave entitlement into two separate leave
periods, one adjoining the date of death and the other leading to
and/or including the date of any subsequent memorial service.
Bereavement leave may be granted by the Executive Director,
Human Resources & Payroll, or designate, in the event of the
death of another individual, depending upon the specific
circumstances presented.

b) Upon notification to the College, a regular or term employee not on
a leave of absence without pay shall be eligible for a leave with
pay not normally exceeding one (1) working day to attend a
funeral.

Personal Circumstance Leave

A regular or term employee will be granted upon application, for illness
within the immediate family, personal circumstance leave with pay of
three (3) days for tending to and/or arranging for the care of a member
of the employee's immediate family as defined in Article 13.2.

Personal circumstance leave may be granted more than once for the
same situation, provided the total personal circumstance leave and/or
bereavement leave requirements do not exceed twelve (12) working
days per year.

Personal circumstance leave entitlement will be allotted in each
calendar year. It shall not accrue and unused time shall not be carried
forward to the next year.

Jury Duty & Court Appearance

a) To qualify for approval from the College to be absent with pay
when summoned to serve on a jury, when subpoenaed as a
witness in a criminal proceeding or as a witness in a civil action if
not a party thereto, or when appearing as a defendant in a criminal
or traffic case if acquitted therefrom, a regular or term employee
shall produce the summons or subpoena or submit such other
evidence showing the necessity for the absence.

b) The employee shall provide the College with proof of attendance

from an Officer or Clerk of the Court. Any non-expense fee(s) paid
to the employee shall be assigned to the College.
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13.5

13.6

13.7

13.8

13.9

Leave of Absence for College Committees

An employee whose assigned work schedule would prevent them from
attending meetings of a college committee to which they have been
elected or appointed, will be granted a leave of absence from their
regular duties without loss of pay or other entitlements to attend such
meeting(s).

Where such leave is granted, the Employer will replace the employee
as necessary. The cost of this provision will be borne by the College
as a general operating expense.

Leave for Domestic/ Sexual Violence

Where leave from work is required due to an employee and/or an
employee’s dependent child being a victim of domestic violence, the
employee shall be granted leave, in each calendar year, as follows in
accordance with Employment Standards Act:

a) upto 10 days of unpaid leave to be taken intermittently or in one
continuous period; and

b) up to 15 weeks of unpaid leave.

Notwithstanding the above, the Employer will provide pay for three (3)
of the days referenced in (a) above. In the event existing legislation is
changed regarding domestic violence leave to provide more than three
(3) days paid leave, the Employer will provide such leave consistent
with the legislation. There shall be no stacking of entitlements.

Donor Leave

An employee who is donating bone marrow or an organ is eligible
for leave for the purpose of such donation. An employee on such
leave may apply for sick leave benefits as applicable.

Gender Transition Leave

An employee who provides a certificate from a medical
practitioner confirming that the employee requires a leave of
absence in order to undergo gender transition will be granted a
leave for the procedure required during the transition period. The
provisions of that leave will follow either an unpaid leave of
absence under Article 14.5 — General Leaves or Article 13.1.1
depending on the employee’s request and approval by the
provider. The Union, the Employer, and the employee will work
together to tailor the general transition plan to the employee’s
particular needs.

Cultural Leave for Indigenous Employees
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(a)

(b)

ARTICLE 14

14.1

A self-identified Indigenous employee may request up
to two days' leave with pay per calendar year to
organize and/or attend Indigenous cultural event(s).
Such leave will not be unreasonably withheld.

Employees will provide the Employer with the dates of
the days for which leave will be requested. Wherever
possible, a minimum of two weeks' notice is required for
leave under this provision.

LEAVES WITHOUT PAY

Maternity/Parental/Adoption Leave

a) Upon written request, Maternity/Parental/Adoption Leave of
Absence shall be granted to Regular and Term employees without
pay and loss of seniority in the following manner:

Maternity Leave

A pregnant employee who requests leave under this article is entitled
to up'to seventeen (17) consecutive weeks of leave beginning,

No earlier than thirteen (13) weeks before the expected birth
date, and

No later than the actual birth date, and ending

No earlier than six (6) weeks after the actual birth date, unless
the employee requests a shorter period, and

No later than seventeen (17) weeks after the actual birth date.

Parental/Adoption Leave

An employee who requests leave under this article is entitled to:

For a birth mother who takes leave under Article 14.1 in
relation to the birth of the child with respect to whom the
parental leave is to be taken, up to sixty-one (61) consecutive
weeks beginning immediately after the end of the leave taken
under Article 14.1 (unless otherwise mutually agreed between
the College and the employee),
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14.2

14.3

ii. For a parent, other than an adopting parent, who does not take
leave under Article 14.1 in relation to the birth of the child with
respect to whom the parental leave is to be taken, up to sixty-
two (62) consecutive weeks beginning after the child’s birth
and within seventy-eight (78) weeks after that event,

iii. For an adopting parent, up to sixty-two (62) consecutive weeks
beginning within seventy-eight (78) weeks after the child is
placed with the parent.

Conditions Applicable to Maternity/Parental/Adoption Leave

a)

d)

The written application for Maternity leave shall be supported by a
certificate from a physician stating that the employee is pregnant
and estimating the probable date of the birth of the child.

Maternity/Parental/Adoption Leave shall be without pay.

The employee shall not claim accumulated unused sick leave
credits for Maternity/Parental/Adoption leave purposes. However,
in the instance of Maternity leave where there is a valid medical
reason for the absence relating to the employee's pregnancy, and
such a condition exists and, if applicable, earned sick leave
entitlement may be used, subject to written receipt of the
physician's certificate.

Notwithstanding the above provisions, the College shall continue to
make its contributions toward the premiums for group benefits
during the period of a Maternity/Parental/ Adoption Leave,
provided that the employee does the same.

Notwithstanding the above provisions, annual vacation, sick leave,
and salary increment entitlement will continue to accrue for the
approved Maternity/Parental/Adoption Leave period.

An employee who resumes employment on the expiration of a
Maternity/Parental/Adoption Leave shall be reinstated in all
respects in the position previously occupied by that employee or in
a comparable position and with all changes to salary and benefits
to which they would have been entitled had the leave not been
taken.

Supplemental Employment Benefit for Maternity and Parental
Leave

1.

When on maternity or parental leave, an employee will receive a
supplemental payment added to Employment Insurance Benefits
as follows:

24



For up to fifteen (15) weeks of maternity leave, an employee
who is the birth mother shall receive an amount equal to the
difference between the Employment Insurance Benefits and
seventy-five percent (75%) of their salary calculated on
average base salary.

For up to a maximum of thirty-five (35) weeks of parental
leave, the legally recognized parent who is caring for the child
may receive an amount equal to the difference between the
Employment Insurance Standard Parental ElI Benefits and
seventy-five percent (75%) of the employee’s salary calculated
on the employee’s average base salary.

Where the legally recognized parent who is caring for the child
elects the Employment Insurance Extended Parental El
Benefit, for a maximum of sixty-one (61) weeks, the parent
shall receive the same total SEB benefit amount received
under Clause 14.3 1(b), spread out and paid over the longer
period. Payroll will make this calculation.

Provided the employee received SEB as per Article 14.3 1(a),

(b) or (c), for the two (2) weeks of leave, where no El benefit is
paid, the employee shall receive seventy-five percent (75%) of
the employee’s salary calculated on their average base salary.

The average base salary for the purpose of clauses 1 (a) and
1 (b) is the employee’s average base salary for the twenty-six
(26) weeks preceding the maternity or parental leave. If the
employee has been on unpaid leave for part of the preceding
twenty-six (26) weeks, then up to four (4) weeks of that unpaid
leave will be subtracted from the twenty-six (26) weeks for the
purpose of calculating the average base salary.

An employee is not entitled to receive Supplemental Employment
Benefits and disability benefits concurrently. To receive
Supplemental Employment Benefits, the employee shall provide
the Employer with proof of application for and receipt of
Employment Insurance benefits.

(a)

(b)

To be entitled to the above noted benefits, an employee must
sign an agreement that they will return to work and remain in
the Employer’s employ for a period of at least six (6) months
or equivalent to the leaves taken, whichever is longer, after
their return to work.

Should the employee fail to return to work and remain in the
employ of the Employer for the return to work period in (a)
above, the employee shall reimburse the Employer for the
benefits above on a pro-rata basis.
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14.4

14.5

14.6

14.7

14.8

Leave for Union Functions/Business

a) The College may grant a member of CUPE Local 2773 a leave of
absence without pay to fill a Union position or to attend
conventions, conferences, or meetings in connection with Union
affairs. A regular or term employee who requests such leave shall
give advance written notice. Approval for Union leave shall not be
unreasonably withheld.

b) The College shall continue the employee's pay and benefits while
they are on an approved leave of absence which does not exceed
a maximum of six (6) months. However, the Union shall reimburse
the College for the employee's pay, benefits, and the College's
contributions to applicable group benefits.

General Leaves

A regular or term employee may request a general leave of absence
without pay and benefits and without loss of seniority. The request,
shall be in writing to the Executive Director, Human Resources &
Payroll, or designate, shall include an expected start date and
duration, and be submitted in advance of the leave. The request shall
be considered on its individual merits and the Executive Director,
Human Resources & Payroll or designate shall make the final decision
as to the approval of the general leave. Approval of such leave shall
not be unreasonably withheld.

Leave Respecting the Death of a Child

An employee is entitled to a leave of absence without pay of up to 104
weeks if they are entitled to leave respecting the death of a child under
the Employment Standards Act and such leave will be in accordance
with the Employment Standards Act. There will be no interruption in
the accrual of seniority or eligibility for benefits.

Leave Respecting the Disappearance of a Child

An employee is entitled to a leave of absence without pay of up to 52
weeks if they are entitled to leave respecting the disappearance of a
child under the Employment Standards Act and such leave will be in
accordance with the Employment Standards Act. There will be no
interruption in the accrual of seniority or eligibility for benefits.

Compassionate Care Leave

In accordance with the Employment Standards Act B.C., an employee
will be granted a compassionate care leave of absence without pay for
up to twenty-seven (27) weeks to care for a gravely ill family member.
For the purpose of this article, “family member” includes immediate
family as well as other relatives and individuals considered to be like
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ARTICLE 15

15.1

15.2

15.3

ARTICLE 16

family, whether or not related by marriage, common-law partnership, or
any legal parent-child relationship. In order to be eligible for this leave,
the employee must provide a medical certificate as proof that the ill
family member needs care or support and is at risk of dying within
twenty-six (26) weeks.

An employee who is granted a compassionate care leave of absence
to care for a gravely ill family shall be entitled to the benefits as follows:

a) The employee’s benefit coverage will continue for the duration of
the compassionate care leave, to a maximum of twenty-seven (27)
weeks, and the premium payment shall be on the same basis as if
the employee were not on leave.

b) Where an employee elects to buy back pensionable service for
part or all of the duration of the compassionate care leave, to a
maximum of twenty-seven (27) weeks, the employer will pay the
employer portion of the pension contribution in accordance with
the Pension Plan regulations.

c) Compassionate care leave, up to a maximum of twenty-seven (27)
weeks, shall be treated as continuous employment for the
purposes of seniority accrual under the Agreement.

d) An employee who returns to work following a leave granted under
this provision shall be placed in the position the employee held
prior to the leave, or in a comparable position.

SALARY SCHEDULE

An employee shall be paid in accordance with the following salary
schedule which is attached hereto and form part of this Agreement:

Schedule 'B': Effective July 1, 2022
Effective July 1, 2023
Effective July 1, 2024

A regular employee will advance from step to step within the relevant
pay grade on their anniversary date subject to satisfactory service as
determined by the College.

A term employee, re-hired as a term employee within six (6) months of
the termination of their previous employment, shall have their previous
service accrued and applied to this advancement within the relevant
pay scale and will advance upon accruing twelve (12) months of
service.

SALARIES & ALLOWANCES
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16.1

16.2

16.3

16.4

ARTICLE 17

171

17.2

Pay Days

The College shall pay salaries by the fifteenth (15th) and by the last
day of each month. Auxiliary employees shall be paid on the 15th and
last day of each month for hours worked in the preceding pay period.
On each pay day, an employee shall be provided with an itemized
statement of their wages, overtime, and other supplementary pay, and
deductions.

Relieving in a Higher Paid Position

When an employee is appointed (in writing) to relieve in a position
paying a higher rate of pay, they shall receive the higher rate of pay.
Payment shall be at the employee's current step placement.

Assigned to a Lower Paid Position

When an employee is assigned to a position paying a lower rate of
pay, their rate shall not be reduced. However, if such a reduction is
contemplated, it shall be subject to agreement between the College
and the Union.

Travel Expenses

An employee who provides their own means of transportation for
approved College business shall receive reimbursement at the current
kilometer rate paid to all employees as per college policy.

GROUP BENEFITS

Definition of Spouse

For the purposes of this Agreement, spouse designates legal spouse,
common-law spouse, and same-sex partner of an employee, provided
that the relationship between the couple meets the requirements of
"common law" relationship as determined by the benefit plan insurers.
This definition shall apply to all articles of this Agreement including, but
not restricted to, Articles 17.2, 17.3, and 17.4.

Health Care Benefits

A regular employee shall be eligible for the following group benefits on
the first day of the month following one full month of employment:

a) life insurance plan in the amount of three (3) times annual salary to
the next highest one thousand dollars ($1,000) at no cost;
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b) accidental death and dismemberment insurance plan in the
amount of three (3) times annual salary to the next highest one
thousand dollars ($1,000) at no cost;

c) Medical Services Plan of British Columbia has been changed from
an individually paid premium system to a system funded by an
employer paid payroll tax. If the government, at any time in the
future, reverts to an individually paid premium system, the parties
agree that the employer will pay 100% of the premium for
employees on the same basis as exists in the 2014 — 2019
collective agreement.

d) extended health care insurance plan, single or family coverage,
with an unlimited total lifetime coverage level, at no cost; and

e) dental insurance plan, single or family coverage, at no cost. Plan
‘A’ will include dental recall exams (polishing, application of fluoride
and recall) every nine months except dependent children (up to
age 19) and those with dental problems as approved by the plan.
Plan 'C' orthodontics is at eighty percent (80%) coverage with a
lifetime maximum of three thousand dollars ($3,000).

f) vision care insurance, single or family coverage, at no cost to the
employee. One hundred percent [100%] reimbursement to five
hundred dollars [$500] maximum every two [2] years.

g) Aninformal summary of the Health Care Plan is included in

Appendix ‘A’. The Plan summary is also available on the College’s
Intranet.

h) Hearing aid benefit claims will be to a maximum of one thousand
dollars ($1000) every five (5) years.

i) Employees will be reimbursed a total of one hundred dollars ($100)
every two (2) years for vision exams.

j) Medical Travel
$10,000 per person per calendar year.

k) Gender Affirmation Benefit
Lifetime maximum of $30,000 and integrated with the
Provincial Health Plan.

1) Addiction Treatment Centre coverage
Lifetime limit of $25,000.

These new benefits will be effective July 1, 2023.

17.3 Long Term Disability Insurance Plan
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17.4

17.6

17.6

a)

The College shall pay one hundred percent (100%) of the cost of
the premiums of a long-term disability insurance plan. This plan
shall provide benefits in the amount of seventy percent (70%) of
the monthly salary to a maximum benefit of three thousand five
hundred dollars ($3,500) after the ninetieth (90th) day of disability.

An employee on an approved leave of absence without pay, under
the LTD plan, will be entitled to all the health benefits for a
period of twenty-four (24) months. Should the employee opt to
retain coverage beyond the twenty-four (24) months, they shall
pay the cost of the health benefit premium for the remaining
duration of the leave.

This change in benefit level will be effective July 1, 2023.

Pension Plan

a)

b)

A regular employee, including a regular part-time or regular
sessional, shall be covered by a superannuation or pension plan
under the Pension (Municipal) Act.

Enrolment in the Municipal Pension Plan shall be as set out in the
Pension (Municipal) Act.

In order to enable employees who qualify according to the Pension
(Municipal) Act to buy back previous pensionable service, the

College agrees to provide payroll deduction in an amount suitable
to the employee and to provide the administration necessary to
enable such buy back.

Exemptions

An employee who exempts themself or is exempted from any of the
foregoing group benefits forfeits all claims against the College for any
premium or contribution the College would have made on their behalf.

Regular Part-time and Regular Sessional Employees

a)

Regular Part-time Employees
Health Benefits

A Regular part-time employee, working an average of at least
seventeen and one-half (17.5) hours per week on a regular basis,
shall participate in the Health Care benefits outlined in Article 17.2
on the first day of the month following one full month of
employment.

These benefits will be cost-shared, with the College paying a
percentage of the cost equal to the employee's work percentage.
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b)

A Regular part-time employee, working less than an average of
seventeen and one-half (17.5) hours per week on a regular basis,
is not eligible to participate in the Health Care benefits outlined in
Article 17.2. They shall receive, in addition to their hourly rate, ten
percent (10%) in lieu of benefits, excluding annual vacation and
statutory holidays.

Long Term Disability

A Regular part-time employee working an average of at least
twenty-one (21) hours per week on a regular basis, shall
participate in the LTD plan with the College paying one hundred
percent (100%) of the cost of the premiums of that plan.

A Regular part-time employee, working less than an average of
twenty-one (21) hours per week on a regular basis, is not eligible
to participate in the LTD plan.

Regular Sessional Employees (Full-time and Part-time)
Health Benefits

A Regular sessional employee, working an average of at least
seventeen and one-half (17.5) hours per week on a regular basis,
shall participate in the Health Care benefits outlined in Article 17.2
on the first day of the month following one full month of
employment.

If they work less than full time during the session, these benefits
will be cost-shared during the session, with the College paying a
percentage of the cost equal to the employee's work percentage
during the session. During the scheduled lay-off of a Regular
sessional employee, they will have the option to cease benefits
coverage or continue with employee benefits at full cost to them.

A Regular sessional employee, working less than an average of
seventeen and one-half (17.5) hours per week on a regular basis,
is not eligible to participate in the Health Care benefits outlined in
Article 17.2. They shall receive, in addition to their hourly rate, ten
percent (10%) in lieu of benefits, excluding annual vacation and
statutory holidays.

Long Term Disability
A Regular sessional employee working an average of at least
twenty-one (21) hours per week on a regular basis, shall

participate in the LTD plan with the College paying one hundred
percent (100%) of the cost of the premiums of that plan.
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17.7

17.8

ARTICLE 18

18.1

A Regular sessional employee, working less than an average of
twenty-one (21) hours per week on a regular basis, is not eligible
to participate in the LTD plan.

c) Grandparenting Provision

An employee who was working an average of twenty-one (21)
hours or more per week on a regular basis as a Regular part-time
or Regular sessional employee on February 11, 1998 had a one-
time option to decline participation in the Health Care benefits plan.
That option must have been exercised within one month of that
date and was irrevocable for as long as the employee continued as
a Regular part-time or Regular sessional employee. An employee
who chose to decline participation in the Health Care Benefits Plan
per this clause will continue to receive, in addition to their hourly
rate, ten percent (10%) in lieu of benefits, excluding annual
vacation and statutory holidays.

Changes in Carriers/Coverage

The College will establish a Benefits Committee to study and review
employee benefits issues.

This Committee will be consulted for any changes to benefit carriers or
benefits coverage. The Committee will also make recommendations to
the College on benefitissues and provide information to employees on
same. The Committee will include at least one representative of the
bargaining unit and meet at least twice annually.

Indemnity

Except where there has been gross negligence or malicious or willful
misconduct on the part of an employee, the College will:

a) exempt and save harmless employees from any liability action
arising from the proper performance of their duties for the College;
and

b) assume all costs, legal fees, and other expenses arising from any
such action in accordance with the existing "Ministry of Advanced
Education, Universities, Colleges & Institutes Protection Program",
Section 4, Part B, Standard Comprehensive General Liability
Insurance.

PROFESSIONAL DEVELOPMENT

The Parties agree that professional development for the purposes of
assisting an employee to upgrade their skills and knowledge, to adapt
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18.2

18.3

18.4

18.5

to new work methods and procedures and to prepare for career
development and advancement within the College is in their interest.

With its prior approval, the College shall reimburse a Regular
employee upon the successful completion of a work-related course for
the associated registration and tuition fees and assigned reference
materials to a maximum of six hundred dollars ($600.00) per year.
The College must approve any absence from work to take such a
course, etc., and the employee must be prepared to make up any
absence from work in a manner acceptable to the College. Also, the
College shall attempt to schedule work shifts to accommodate an
employee taking such a course, etc. A term employee may also make
application for benefits under this Article which will be considered by
the College on the basis of its individual merits.

The College, in recognition of the need to upgrade and further develop
its employees, will continue to sponsor in-house training during regular
working hours.

Employees will be encouraged to participate in such endeavors
whenever possible.

Educational Leave

A regular employee with at least three (3) consecutive years' service
may be eligible for an educational leave without pay not exceeding
twenty-four (24) months as per the following conditions:

a) The purpose of the educational leave is to complete a full-time
program of study at a post-secondary institute within Canada.

b) An application with a minimum of six (6) months’ notice is made to
the appropriate Manager for final approval. Such approval is
subject to the value of the leave to the employee and the College,
operational requirements, and availability/suitability of replacement
staff.

c) Only one (1) leave for educational purposes will be considered in
any given year.

Employee Training

a) When new, enhanced or changed work processes are introduced
into an employee’s job, the Employer shall identify and provide the
learning opportunities, support and/or training required to perform
the job duties.

b) The Employer will discuss the employee development needs with
the affected employees.
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ARTICLE 19

19.1

19.2

19.3

ARTICLE 20

20.1

c) Employees shall suffer no loss of pay, excluding overtime, to
participate in this training.

EMPLOYMENT SECURITY

Work of the Bargaining Unit

No person outside the bargaining unit shall perform the work of the
bargaining unit except by mutual agreement or in the case where the
College deems an emergency to exist and where no bargaining unit
employees are available.

Contracting Out

a) The College reserves the right to contract out any work not
normally performed by an employee in the bargaining unit. The
College will not contract out any work presently performed by the
employees covered by this collective agreement which would
result in the layoff of such employees, including a reduction in
assigned workload.

b) The College agrees to provide, upon request of the Union, copies
of all purchase service agreements to the Bargaining Unit
President and to discuss the contracts that are of concern to the
Union. The Parties recognize the obligations of the College under
Freedom of Information and Protection of Privacy legislation and
agree to maintain confidentiality of all private information in these
contracts.

The College will not reduce the normal work week of a regular
employee for the purpose of hiring an auxiliary employee.

SENIORITY

Seniority Defined

Seniority shall be defined as the length of service with the College in a
Regular Full-time, Regular Sessional, or Regular Part-time position
and shall be applied on a bargaining unit wide basis. Seniority shall be
applied in determining preference for promotions, transfers, demotions,
layoffs, recall and as set out in other provisions of this Agreement.

The seniority date for a Regular employee will be their start date in
their first Regular position unless they have had a previous Term
position within the bargaining unit. If they have held a previous Term
position, their seniority date shall be adjusted to an earlier date by
adding their time in the Term position (provided they have not had a
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20.2

20.3

20.4

break in service of over eighteen months between the end of their
Term position and the beginning of their Regular position).

Employees who are employed in Term positions shall only accrue
seniority during the period(s) of term appointment(s) at the College. A
Term employee shall accrue seniority solely and exclusively for
purposes of applying Articles 15.3 and 21.

The seniority date for a Term employee will be their start date in their
current Term position unless they have had a previous Term position
within the bargaining unit. If they have held a previous Term position,
their seniority date shall be adjusted to an earlier date by adding their
time in that Term position (provided they have not had a break in
service of over eighteen months between the end of their previous
Term position and the beginning of their current Term position).

The seniority of an Auxiliary employee will be based on the number of
hours worked in the bargaining unit and shall only apply to Article
21.1.1 (Internal Screening Process).

Probationary Period: New Employees

All newly hired Regular or Term employees covered by this
Agreement, shall serve a probationary period of six (6) months.

During the probationary period, employees shall be entitled to all rights
and privileges of this Agreement. Upon completion of the probationary
period, seniority shall be effective from the original date of hire.

During the employee’s probationary period issues of concern will
be brought to the employee’s attention.

Any employee who is on probation prior to the date of ratification
of the 2022-2025 collective agreement will be bound by the
probationary period in their offer letter.

Seniority List

The College shall maintain a seniority list for all Regular employees,
listing name and the date each employee commenced employment.
The College shall also maintain a current list of all Term employees,
listing name and duration of employment.

A revised seniority list of all Regular employees and a list of current
Term employees will be sent to the Union by March 31 of each year or
will be made available upon request.

Retention of Seniority
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20.5

ARTICLE 21

211

a) A Regular employee (Probationary, Full-time, Part-time, Sessional)
shall continue to accrue seniority while they are on an approved
absence from work due to layoff, illness or injury, or other
approved leave of absence.

b) A Term employee shall continue to accrue seniority while they are
on an approved absence from work due to illness or injury or other
approved leaves of absence provided such absence does not
exceed the duration of the Term employee's appointment.

A term employee shall only retain seniority between appointments
if they are rehired into a Regular position or another Term
appointment within eighteen (18) months of the conclusion of the
previous term of appointment at the College.

c) Forthe purpose of clarification, Term employees do not have the
right to bump as per Article 22.2.

Loss of Seniority

An employee shall lose seniority only if:

a) An employee resigns.

b) An employee is discharged for just cause and is not reinstated.

c) A RegularFull-time, Regular Part-time or Regular Sessional
employee is laid off for a period longer than two (2) calendar years.

d) A Regular Full-time, Regular Part-time or Regular Sessional
employee fails to return to work within five (5) working days after
receiving notice of recall by double registered mail.

e) A term employee is not rehired by the College within an eighteen
(18) month period from the conclusion of their previous
employment.

APPOINTMENTS

Job Postings

When a new position is created or when a vacancy of a temporary or
permanent nature in the bargaining unit occurs, the College shall notify
the Union in writing and post notice of the position electronically for a
minimum of one (1) week [five (5) working days] so that all employees
will know about the vacant position(s).

Such notice shall contain the following information: nature of the
position, qualifications, required knowledge and education, shift, hours
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21.2

of work, wage or salary rate or range. Such qualifications may not be
established in an arbitrary or discriminatory manner.

Internal Screening Process

i) After the closing date of the internal posting, current Regular Full-
time, Regular Part-time, Regular Sessional, Term and Auxiliary
employee applicants who meet the necessary qualification and
ability will be considered. Those who are qualified may be granted
an interview, and following such interview(s), will be informed as
soon as possible as to the status of their application.

The internal job posting procedure may be waived upon the
mutual consent of the College and the Union.

Only after internal posting procedures have occurred and if no
internal qualified applicants have applied, or, if upon concluding
the screening process, it has been determined that internal
applicant(s) have not met the necessary qualifications and ability
criteria, then, the College will conduct recruitment activity outside
of the internal job postings procedure.

ii) Auxiliary employee applicants with less than a minimum of 900
hours of seniority will be considered external applicants for job
postings unless they have a minimum of 450 hours of seniority
under the same department/campus, managerial position.

iii) All auxiliary employees who are employed as of June 15, 2013 are
deemed grandfathered and fall under the former language which
reads: Auxiliary employee applicants with less than a minimum of
450 hours of seniority will be considered external applicants for job
postings.

Trial Period: Internal Job Postings

When a Regular, Term or Auxiliary employee has been offered a position
as a result of the internal job posting process as per Article 21.1, they will
be required to complete a four (4) month trial period in the position.
However, the Executive Director, Human Resources & Payroll, or
designate, shall have the option of further extending this trial period by an
additional two (2) months.

For Regular employees

In the event that the successful applicant is determined to be
unsatisfactory in the position, or the employee requests, they shall
be returned to their former Regular position at the former pay grade
they were at, and without loss of benefits, benefits entitlements and
seniority, and any other employees promoted or transferred because
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21.3

21.4

21.41

of the rearrangement of positions shall, if necessary, be returned to
their former position(s).

For Term employees

In the event that the successful applicant is determined to be
unsatisfactory in the position, or the employee requests, they shall
be returned to their former Term position at the former pay grade they
were at, and without loss of seniority, and any other employee
promoted or transferred because of the rearrangement of positions
shall, if necessary, be returned to their former position(s). If the end of
the employee’s Term position has passed, they will have no position to
which to return.

For Auxiliary employees

In the event that the successful applicant is determined to be
unsatisfactory in the position, or the employee requests, they shall
be returned to Auxiliary status without loss of seniority.

Probationary Appointment - Evaluations

During a probationary appointment, the College will undertake regular
evaluations to assist the employee in improving their work
performance and to determine their suitability for continued
employment.

Selection & Seniority

The College agrees that in making staff changes, transfers or
promotions, appointment shall be made of the applicant having the
required qualifications and ability to do the job and the greatest
seniority. Where more than one (1) employee in the bargaining unit
applies for the same position, the most senior applicant shall be
awarded the position provided the employee possesses the ability and
qualifications and skills to do the job. The College shall determine
qualifications and ability in a fair and equitable manner.

Placement on Scale: Promotion and Reclassification

a) Where an employee is promoted to another position which carries
a higher pay level, their salary will be set at the pay step of the
applicable 'new' pay level which pays the closest higher salary
than their current salary.

b) Where an employee's position has been reclassified to a higher
level and they have been performing the additional duties and
responsibilities that resulted in the reclassification for six (6)
months or longer, they will retain their current step placement at
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21.5

21.6

the new level. Where they have been performing these duties for
less than six (6) months, their salary will be set at the pay step of
the applicable 'new' pay level which pays the closest higher salary
than their current salary. The Joint Job Evaluation Committee will
determine for how long additional duties resulting in reclassification
have been assigned to an employee.

Temporary Appointment to a Position Outside the Bargaining
Unit

No employee shall be temporarily assigned to a position outside the
scope of the Agreement without the employee's consent and without
the Union's approval.

If a bargaining unit employee is temporarily appointed to a position
outside the scope of this Agreement, they shall be paid the appropriate
salary and benefits for the position. They shall not lose their seniority
rights, and Union dues shall be deducted and remitted during the term
of this assignment based on their previous Union wage rate.

Temporary assignment outside the bargaining unit shall not exceed six
(6) calendar months. Timelines may be extended subject to mutual
agreement between the College and the Union.

The College agrees to provide the Union with a list of temporary
appointments outside the bargaining unit, including name,
classification, and anticipated length of appointment. The Union
acknowledges that this provision does not apply to those bargaining
unit employees who might be otherwise engaged in College positions
outside of normal work hours.

Internal Application to Term Positions

Notwithstanding the provisions of 21.3 and 21.4, the College
encourages the principle of opportunity and promotion for its Regular
employees. Regular employees may apply to internal term job
postings as per the following provisions:

1. The Regular employee(s) must possess the necessary
qualifications, skills, and ability to do the job, and shall have
completed a minimum of eighteen (18) months' service, and not
have accepted appointment under this Article to a term position
within the previous twenty four (24) months.

2. If successful, the Regular employee must complete the duration of

the term position, which is subject to satisfactory job performance.
If the term is extended, the Regular employee will continue in the
term position.
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3. Ifthe term position becomes regular and the incumbent's job
performance is satisfactory, then the employee will have the option
to be confirmed in the position or immediately return to their former
position. The College and the Union agree to waive the provision
of 21.1 in this instance.

4. |If the term position pays the same as the position that the Regular

employee currently occupies, no salary adjustment shall occur. If
the term position pays more than the position that the Regular
employee currently occupies, a salary adjustment, as per article
21.4.1(a), shall occur.

If the term position pays less than the position the Regular
employee currently occupies, the employee's salary will be
adjusted to the step of the lower level position that is closest to
their current salary but not outside the range for the position.

5. While filling a term position, regular employees will continue to be
covered by all benefits outlined in the present Collective
Agreement for regular employees.

6. During the length of the term, and as applicable, the normal
progression of salary increments at the applicable pay grade of the
term position will continue subject to satisfactory performance.

7. The position that is thus vacated by the Regular employee will be
posted as per 21.1 and not through this process.

8. If the term position does not become regular upon conclusion of
the term, the Regular employee shall return to their former position
without loss of seniority or benefits.

21.7 Job Stability

ARTICLE 22

221

22.2

Regular employees shall not be eligible to apply for another regular
posted position within their initial probation period, except by mutual
agreement of the College and the Union.

LAYOFFS & RECALLS

A layoff shall be defined as a reduction in the work force or a reduction
in the normal hours of work for Regular Full-time employees, as
defined in Article 8.1, or, a reduction below the minimum number of
hours/week for Regular Part-time employees, as defined in Article 2.5.,
or, a reduction below the minimum number of months/year for a
Regular Sessional employee, as defined in Article 2.5.

The Parties recognize that employment security shall increase in
relative proportion to the length of service. Therefore, in the event of a
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22.3

22.4

22.5

layoff in an area determined by the College, regular employees shall
be laid off in the reverse order of their seniority. A regular employee
shall have the right to utilize their seniority throughout the College.

However, in order for them to utilize their seniority rights, they must
possess the present qualifications, abilities, and skills as determined
by the College and in alignment with the job description, to perform
the functions of the position in question.

However, a regular employee about to be laid off may bump an
employee with less seniority, subject to the provisions of article
22.6, provided they possess the present qualifications, abilities, and
skills (as determined by the College and in alignment with the job
description) to perform the work of the employee to be bumped. The
right to bump shall include the right to bump up, subject to the
provisions of 22.6 (d).

The College shall notify a regular employee who is to be laid off at
least thirty (30) working days prior to the effective date of the layoff.
The College shall normally notify a Term employee who is to be laid
off prior to the duration of their appointment at least ten (10) working
days prior to the effective date of the layoff. An employee shall be
paid for those days in lieu of notice.

A regular employee shall be recalled for up to two (2) years following
their layoff in the relative order of their seniority providing they possess
the present qualifications, abilities, and skills as determined by the
College and in alignment with the job description, to perform the
functions of the vacant position. No new employee shall be hired,
other than with respect to a new position, until those laid off have been
provided an opportunity for recall.

Severance Pay

In the event of a layoff, a regular employee may elect severance pay at
the time notice of layoff is received, or during the period of layoff, or,
upon the expiration of their recall rights. Such severance paymentis
as follows:

a) after six (6) consecutive months of employment: two (2) weeks'
pay

b) after three (3) consecutive years of employment: three (3) weeks'
pay, plus an additional one (1) week's pay per each subsequent
year of completed employment, up to a maximum of twelve (12)
weeks' pay.

An employee, who elects severance pay, shall then lose all other
rights under Article 22.
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22.6

Bumping

Bumping Eligibility

To be eligible to bump, a laid off employee must

a) be aregular employee

b) be senior to the person in the position being bumped into

c) possess the present qualifications, abilities, and skills as
determined by the College and in alignment with the job
description, to perform the functions of the position in question

d) be within two pay levels of the classification of the position bumped
into, with the exception that an employee may bump back into the
position they previously held, providing the responsibilities of the
position have not changed substantially such that the position has
been reclassified through the JE process

Definitions Applicable to Article 22.6

Campus - the location at which a regular employee works.

Pay Level - the current classification level assigned to a position

Seniority - the length of service with the College in a Regular Full-
time, Regular Sessional, or Regular Part-time position and
includes the length of service with the College in a Term
position prior to November 21, 1994.

Bumping Procedure

Step 1

The laid off employee will have ten (10) working days from receipt of
lay-off notice to indicate written intention to bump. The written
intention, addressed to the Executive Director, Human Resources &
Payroll, must state all the position(s) into which the employee feels
they can bump and the Campus of the position(s). The employee will
be required to outline the present qualifications, abilities and skills to
perform the position(s) to be bumped.

Step 2

Within 5 working days of the bump request, the College will make a
decision on which, if any, position the employee may bump. (This may
include positions the employee has not identified in Step 1.) Ifan
employee is eligible to bump into more than one position, the employer
will approve the bump in the following order:

Employee's Campus

a) into the position that is occupied by the least senior person at a
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pay level equal to the employee's pay level

b) into the position that is occupied by the least senior person at a
pay level lesser than but closest to the employee's pay level

c) into the position that is occupied by the least senior person at a
pay level greater than but within two pay levels of the employee's
pay level

Another Campus

d) into the position that is occupied by the least senior person at a
pay level equal to the employee's pay level

e) into the position that is occupied by the least senior person at the
pay level lesser than but closest to the employee's pay level

f) into the position that is occupied by the least senior person at a
pay level greater than but within two pay levels of the employee's
pay level

This order is sequential. For example, a bump under b. will only
be approved if there are no possible bumps under a.

Step 3

If an employee is bumped because of step 2, they will have 10 working
days from receipt of their lay-off notice to indicate written intention to
bump. The written intention, addressed to the Executive Director,
Human Resources & Payroll, must state the position(s) into which the
employee feels they can bump and the Campus of the position(s). The
employee will be required to outline the present qualifications, abilities
and skills to perform the position(s) to be bumped.

Step 4 - Same as Step 2
Step 5 and 6 - Same as Steps 3 and 4, if required.

Evaluating Bumping Requests

The College will evaluate bumping applications as follows:

¢ HRD and the Manager will evaluate the paper qualifications of
the applicant.

e |f the applicant appears qualified, HRD and the Manager will
interview the applicant.

e If the applicant has a successful interview, HRD will conduct any
necessary testing. This testing will be consistent with the
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position's Recruitment Specifications as outlined in the most
recent job description for the position that has been reviewed by
the Job Evaluation Committee. This testing will be conducted in
a fair and equitable manner.

¢ |fthe applicant is successful in the interview and, if necessary,
the testing, their bump will be approved.

Note that testing will not be considered necessary when:

i. The person has credentials to verify they have the required current
qualifications, skills and abilities.

ii. The person has adequately demonstrated the skills and abilities in
their employment at the College within the past 24 months.

iii. The person bumps into a position with the same pay level and job
title.

Familiarization Period

A one-month familiarization period will be afforded an employee who
bumps into a position. This does not remove the requirement that the
employee have the necessary qualifications, abilities and skills to do
the job at the time of the bump.

Notes

1. When an employee bumps, their salary will be adjusted to the
highest step in that pay level that is equal to or greater than their
current salary. In no instance will an employee be paid beyond the
top step for a pay level.

2. If an employee chooses not to inform the Executive Director,
Human Resources & Payroll of their written intention to bump or if
an employee is ineligible to bump, they will proceed to lay off as
per the layoff notice.

3. The effective date of all bumping shall be the original date of layoff.

4. An employee who bumps to another campus will be responsible for
their own moving expenses (if applicable).

5. Article 22.4 will be interpreted to mean that a Regular employee on
layoff (for a 24-month period from the date of their layoff) will have
status as an internal applicant for both vacant and new Regular
positions in the bargaining unit.
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ARTICLE 23

ARTICLE 24

241

24.2

24.3

OCCUPATIONAL HEALTH & SAFETY

The Union and the College agree that safety and health shall be in
accordance with the Worker's Compensation Act and all its
regulations.

There shall continue to be an Occupational Health & Safety Committee
with member(s) from Management, two (2) members from CUPE Local
2773, with optional membership from the Faculty Association and from
the Student Association.

The Committee shall hold monthly meetings for jointly considering,
monitoring, inspecting, investigating, and reviewing health and safety
conditions and practices, and to improve existing health and safety
conditions and practices. Minutes shall be taken of all meetings and
copies shall be made available to the Employer, the Union, and the
Workers' Compensation Board.

WORKERS' COMPENSATION PROTECTION

All employees shall be covered by the Workers' Compensation Act.
No employee shall have their employment terminated as a result of
absence from work with a compensable accident. Pending settlement
of the insurable claim, the employee shall continue to accrue seniority
and shall continue to receive the full benefits of this Agreement.

An employee prevented from performing their regular duties with the
College on account of an occupational accident that is recognized by
the Workers' Compensation Act, shall receive from the College the
difference between the amount payable by the Workers' Compensation
Board and their regular net salary. In order to continue receiving their
salary, the employee shall assign their Workers' Compensation cheque
to the College.

The Workers' Compensation supplement shall immediately cease in
instances when:

a) Final determination is made under the Workers' Compensation Act
provisions that the employee is able to return to work, OR

b) The Workers' Compensation Board grants the employee a
permanent pension for either partial or total disability, and the
employee becomes eligible for the amount of Long-Term Disability
benefits provided by the Insurer, OR

c) The expiration of two (2) years from the date of injury.

45



244

ARTICLE 25

ARTICLE 26

ARTICLE 27

271

27.2

All accidents and injuries must be reported within twenty-four (24)
hours or as practicable to the employee's immediate supervisor or the
Human Resources Department.

PRESENT CONDITIONS TO CONTINUE

All rights, benefits, privileges, and working conditions which employees
now enjoy, receive, or possess as employees of the College shall
continue to be enjoyed and possessed insofar as they are consistent
with this Agreement, but may be modified by mutual agreement
between the College and the Union.

ACQUIRED RIGHTS

All provisions of this Agreement are subject to applicable laws now or
hereafter in effect. If any law now existing or hereafter enacted, or
proclamation, annexation, merger, or other structural change of the
Board, the entire Agreement shall not be invalidated and the existing
rights, privileges, and obligations of the employees shall remain in
existence and either party, upon notice to the other, may reopen this
present Agreement for negotiation.

EMPLOYMENT ADJUSTMENT PLANS AFFECTING REGULAR
EMPLOYEES

During the term of this Agreement, if the College introduces or intends
to introduce a measure, policy, practice, or change that will affect the
terms and conditions of employment, or the employment security of
two (2) or more Regular employees, then, the College shall give notice
to CUPE at least sixty (60) days before the date on which the
measure, policy, practice, or change is to be effected.

Employer Commitments

It is agreed that the College will make every reasonable attempt to
minimize the impact of funding shortfalls and reductions on the work
force.

Subject to budgetary constraints and the amount of funding available
for labour adjustment costs; fairness, flexibility and employee choice
will prevail in the implementation of labour force adjustment strategies
as approved by the College.

It is incumbent upon the College to communicate effectively with its

employees and the union representing those employees as soon as
the impact of any funding reduction or shortfall or profile change has
been assessed.
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27.3

27.4

27.5

ARTICLE 28

28.1

If a work force reduction is necessary, the Joint Labour Management
committee will canvas employees in a targeted area or other areas
over a fourteen (14) day period, or such longer time as the committee
agrees, to find volunteer solutions that provide as many viable options
as possible and minimize potential layoffs.

Menu of Labour Adjustment Strategies

To minimize layoffs, the following menu of labour force adjustment
strategies will be considered and whenever reasonably possible,
offered by the College at the appropriate time in the employee
reduction process within this collective agreement:

Job sharing.

Reduced hours of work through partial leaves.

Transfers to other areas within the bargaining unit subject to
available work and meeting qualifications, with minimal training
required.

Paid and unpaid leaves of absence for use to seek alternate
employment, retirement adjustment, retraining, etc.

Voluntary severance.

Purchasing past pensionable service. If permissible, the
employer will match a minimum of three years’ contributions to
the Municipal Pension Plan where an employee opts for early
retirement.

Early retirement incentives.

Agreed secondment.

Retraining.

Trial retirement.

Continuation of health and welfare benefits.

Combinations and variations of the above or other alternatives.

Layoffs May Occur

Once strategies other than layoff have been explored, the College may
proceed, if need be, to layoffs. For those affected by layoff, the
provisions of Article 22 will apply and the system-wide Electronic
Registry of Laid off Employees will be available.

No Stacking of Entitlements

While various options may be considered and offered, there will be no
stacking of entitlements.

GRIEVANCES

Grievance Procedure
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a) lItis the intent and the purpose of this Article to provide the Parties
with a procedure whereby grievances and/or disputes as to the
interpretation, application, administration, or alleged violation of
any of the articles in this Agreement will be resolved without work
stoppage and in the following manner:

Step 1: Within twenty (20) working days of the incident, the employee

shall meet with or without a shop steward, to discuss the
matter with theirimmediate supervisor who is not within the
scope of the bargaining unit. A written record of the incident
and the resolution shall be prepared and tentatively agreed
upon by the immediate supervisor and the employee and/or
shop steward. Such tentative agreement shall be forwarded
to the Union and the Human Resources Department for
consideration. A sincere effort shall be made to resolve the
matter at this stage.

Failing a satisfactory settlement at Step 1, the Union representative

may, within ten (10) working days of the discussion, advance
the grievance in writing to Step 2.

Step 2: The supervisor shall arrange and hold a meeting with the Parties

Note:

Step 3:

Step 4:

concerned within five (5) working days of receipt of the written
grievance and shall provide the employee with a written
response within a further ten (10) working days.

If, and only if, the immediate "excluded" supervisor is a
Vice-President or another person directly reporting to the
President, Step 3 shall be omitted and the next step shall be
Step 4.

Failing a satisfactory settlement at Step 2, the Union
representative may, within ten (10) working days of receipt of
the written response, forward a copy of the written grievance
along with any other relevant information to the appropriate
person directly reporting to the President.

Step 2 may be waived by agreement of the Parties.

The person directly reporting to the President shall arrange and

hold a meeting with the parties concerned within five (5)
working days of receipt of the written grievance, and shall
provide the Union representative with a written response
within a further ten (10) working days.

Failing a satisfactory settlement at Step 3, the Union
representative may, within ten (10) working days of receipt of
the written response, forward a copy of the written grievance,
along with any other relevant information to the President, or
delegate.
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The President shall arrange and hold a meeting with the
Parties concerned within ten (10) working days of receipt of the
written grievance, and shall provide the Union representative
with a written response within a further ten (10) working days.

Failing a satisfactory settlement at Step 4, the Union
representative may, within twenty-five (25) working days of
receipt of the written response, advance the grievance to
arbitration.

Arbitration

Notice of Intent to advance to arbitration shall be in writing to
the President or their delegate. When the grievance is
advanced to arbitration, the Parties shall select a mutually
acceptable arbitrator.

In the event that mutual agreement cannot be reached, either
Party may, upon five (5) working days' written notice to the
other Party, request the Minister of Labour of the Province of
British Columbia to appoint an arbitrator.

The arbitrator shall only have the authority to apply, or to
determine compliance with, the provisions of this Agreement
and shall not have the authority to in any way add to, detract
from, or alter the provisions of this Agreement. The decision of
the arbitrator shall be final and binding on the Parties.

Each Party shall pay the expenses incurred in connection with
the preparation and presentation of its own case to the
arbitrator and shall equally share the expenses of the
arbitrator.

b) When an employee is suspended or discharged and such
suspension or discharge is deemed by the Union to be unjust and
is submitted to grievance, the grievance shall be commenced at
Step 4. Such grievance must be initiated within twenty-five (25)
working days of the written notification to the employee of their
suspension or discharge.

c) Adispute involving a question of general application or
interpretation or where a group of employees or the Union has a
grievance, it shall be defined as a policy grievance.

i. Ifthe Union grieves, it shall submit the grievance directly to

the Executive Director, Human Resources & Payroll or
designate.
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ii. Ifthe College grieves, it shall submit the grievance directly to
the President of the Union.

ii. The timeframes in Step 3 onwards shall apply.

d) An employee shall have the right to attend with a Union officer
and/or a CUPE representative at any step of the above procedure.

e) The Union shall be notified in advance of any meeting related to
the above procedure and shall receive a copy of any written
response.

f) A grievance shall be deemed abandoned and all rights to recourse
shall cease when the aggrieved Party fails to advance the alleged
grievance to the next step within the prescribed time limits as set
forth in this Article.

g) Time limits as set forth in this Article may be extended by mutual
agreement, which shall not be unreasonably withheld.

28.2 Union Stewards

a) The College acknowledges the rights and duties of the Union
Stewards. A Steward shall assist an employee whom they
represent in preparing and presenting their grievance in order to
provide for an orderly and speedy procedure for the settlement of a
grievance.

b) The Union shall notify the College in writing of the names of the
Stewards, the areas which they represent and the name of the
Chief Steward before the College shall be required to recognize
them.

c) The College shall not in any way hinder, coerce, restrain, or
interfere with a Steward in the performance of their duties while
they are investigating a dispute and presenting an adjustment as
provided in this Article.

The Union recognizes that a Steward is employed by the College
and shall not leave their regular duties during working hours
without first obtaining the permission of their supervisor, which
shall not be unreasonably withheld or delayed.

d) An employee shall have the right to have their Steward present at
any discussion with supervisory personnel which is or may be the
basis of disciplinary action.

28.3 Labour/Management Committee
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28.3.1

28.3.2

28.3.3

28.3.4

ARTICLE 29

291

29.2

Labour/Management Committee

A Labour/Management Committee shall be established and consist of
not more than three (3) members representing the College, and not
more than three (3) members representing the Union. The Parties will
notify each other regarding their respective nominees. Once
established, the Chair shall be rotated between the Union and the
College. The College shall provide a recording Secretary to this
Committee who shall not be in the bargaining unit.

Function

All matters of mutual concern, which may include, but are not restricted
to collective work issues, operational issues and efficiencies, hours of
work, and other working conditions, may be referred to the
Labour/Management Committee. However, the Labour/Management
Committee shall not entertain discussion or process delegated to the
internal Committee responsible for the job evaluation process.

The Committee shall not have the authority to alter, modify, or change
the Collective Agreement.

Meeting of the Committee

The Labour/Management Committee shall normally meet once per
month, which shall be determined by mutual agreement between the
Union President and the Executive Director, Human Resources &
Payroll.

Time Off for Meeting
Any representative of the Union on the Labour/Management
Committee, who is in the employ of the College, shall have the

privilege of attending Committee meetings without loss of
remuneration.

GENERAL PROVISIONS

Term

This Agreement shall be binding and remain in effect from July 1,
2022 to June 30, 2025.

Re-negotiation Notice

Either Party desiring to propose changes to this Agreement shall
provide such notice in writing to the other Party within the period of
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ARTICLE 30

30.1

30.2

30.3

thirty (30) and ninety (90) calendar days prior to the termination date of
this Agreement.

SYSTEM-WIDE ELECTRONIC JOB REGISTRY

The PSEA will establish and maintain a system-wide electronic registry
of job postings and the necessary supporting database.

Posting

a)

Employers shall ensure that the internal selection procedure in the
applicable local collective agreement has been concluded prior to
job postings being listed on the system-wide registry.

Institutions will post on the Registry all employment opportunities
of half time or more and longer than three months in duration that
are available to applicants beyond those employed by the
institution.

Postings will be removed from the registry one (1) week after the
closing date.

Employers may elect to include job postings from institutions not
covered by this Agreement.

Unions, employers and employees have the right to access the
information on the system-wide registry. Computer terminal
access will be provided, and the location will be mutually agreed at
the local level. Where Internet access is not available, other
arrangements will be made.

Electronic Registry of Eligible Employees (Registrants)

a)

Employees covered by the Agreement are eligible for listing on the
system-wide registry if they are regular employees who have
received notice of layoff or who have been laid off.

Laid-off employees will become ineligible in the following
situations:

i. They are recalled or appointed to an equivalent position at the
institution from which they were laid-off;
ii. They obtain an equivalent position as a result of being listed on
the system—wide registry; or
iii. Upon the expiration of the employee’s recall rights, or two (2)
years from the date of registration, whichever is later.

Application Procedures
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30.4

30.5

An employee applies for a listing on the system-wide registry
through the employee’s Human Resources Department by
completing the form in Appendix B.

The institution will immediately forward the completed form to the
PSEA who will list eligible employees on the system-wide registry.

A registrant is responsible to ensure the information is current and
to immediately notify the Employer and the local Union if the
registrant is no longer available for employment through the
Registry.

Registrant Applying for Vacancies

a)

b)

It is the responsibility of registrants listed on the system-wide
registry to inquire about and apply for the available positions.

Registrants applying for a posted position in the manner prescribed
by the posting institution must inform the institution at the time of
application that they are a registrant on the system-wide registry
and what their registry status is as per Appendix B.

Rights of Registrants

a)

Entitlement for Interview

Registrants who apply for a job posting at an institution who meet
the selection criteria as described in the job posting will be
interviewed in person, by phone or video conference. In the event
that more than five (5) qualified registrants apply, the institution
shall interview the five (5) most senior qualified registrants plus
qualified external applicants. Registrants will be given preference
over external applicants for registry job postings. Selection will be
made on the basis of the selection language in the local collective
agreements.

Entitlements for Successful Applicants

Orientation/Training: A registrant who accepts an offer of available work shall be
entitled to a reasonable amount of orientation and training.

Benefits: Registrants who are eligible for health and welfare benefits at the hiring
institution shall have the waiting period(s) waived subject to carrier provisions.

Seniority: All registrants who accept an offer of available work at the hiring institution
shall have their seniority recognized for all purposes other than severance accrual for
subsequent layoff. If necessary, the seniority will be recalculated in accordance with
the collective agreement at the hiring institution.

Relocation Costs for Registrants: Relocation costs for successful applicants who change
residence as a result of the hiring that are supported by proper proof of expenditures
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within ninety (90) days of commencing employment, will be paid by the hiring
institution in accordance with its relocation policies and practices for the position for
which the registrant was hired.

Recall and Repayment: An employee hired from the Registry who is recalled by an
institution and returns to work at the institution will pay relocation costs from that
institution that hired them in accordance with its relocation policies and practices for
the position for which the registrant was hired.

Reporting of Registry Activities: The College shall report all registry activities to the

local Labour/Management Committee, including names of those interviewed and those
hired.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British

Columbia, this /61" day of Bs¥|1§+,2023.

COLLEGE OF THE ROCKIES COLLEGE OF THE ROCKIES
CUPE LOCAL 2773

Kristy Brons, Pres Doug Campbell, Board Chair
CUPE Local 2773, Negotiating Post-Secondary Employers’
Committee Association
‘ ' g
MY S U, 4
Ti yG tafso Thomas Teasdale, PSEA
Negotiating Committee Negotiating Committee
Yoy Hodil.
’ Tfacy Kigdyk eah Bradish, Director, Continuing
Negotiating Committee Education, Contract Training &

Regional Campus Operations
Negotiating Committee

=~ 7 /
G ’,///,;’//%/f'fﬂ 4‘ Z4aW
KarefyLangan Marianne Knéller, HR Manager

Negotiating Committee ” Negotiating Committee

Keith Nielson
National Representative
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SCHEDULE A’

Re: Regular Sessional Employees

1. A Regular Sessional employee shall not be required to re-apply for their subsequent
period of employment each year.

2. Article 22 (Layoffs & Recalls) will not apply to a Regular Sessional Employee unless
they are affected by a permanent layoff from the College.

3. A Regular Sessional employee will accrue vacation leave during their session at a
rate consistent with their cumulative years of service at the College. Vacation will be
scheduled, where possible, during the session. If this does not occur, the employee
will be paid out for any earned but unused vacation at the end of their session.

4. A Regular Sessional employee will earn sick leave credits during their session and
carry forward any accumulated credits to their next session.

5. The anniversary date of a Regular Sessional employee will be the date they have
accumulated twelve complete months of service since their last anniversary date.
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SCHEDULE ‘B’

Wage Scales

CURE, Shlares e e
Effective July 1, 2022

$0.25 per hour

+3.24%

Level Step 1 Step 2 Step 3 Step 4
1 40,149.20 41,987.40 43,862.00 45,718.40

Semi monthly 1,672.88 1,749.48 1,827.58 1,904.93
Hourly 22.06 23.07 24.10 25.12
2 41,041.00 42,897.40 44,753.80 46,592.00

Semi monthly 1,710.04 1,787.39 1,864.74 1,941.33
Hourly 22.55 23.57 24.59 25.60
3 41,805.40 43,916.60 46,027.80 48,139.00

Semi monthly 1,741.89 1,829.86 1,917.83 2,005.79

Hourly 22.97 2413 25.29 26.45

4 42,569.80 44717.40 46,865.00 48,994.40

Semi monthly 1,773.74 1,863.23 1,952.71 2,041.43
Hourly 23.39 24 .57 25.75 26.92
5 45,900.40 48,120.80 50,323.00 52,543.40

Semi monthly 1,912.52 2,005.03 2,096.79 2,189.31

Hourly 25.22 26.44 27.65 28.87

6 46,664.80 48,903.40 51,142.00 53,380.60

Semi monthly 1,944.37 2,037.64 2,130.92 2,224.19
Hourly 25.64 26.87 28.10 29.33
7 50,632.40 53,034.80 55,437.20 57,839.60

Semi monthly 2,109.68 2,209.78 2,309.88 2,409.98

Hourly 27.82 29.14 30.46 31.78

Step 5
47,574.80
1,982.28
26.14

48,466.60
2,019.44
26.63

50,268.40
2,094.52
27.62

51,160.20
2,131.68
28.11

54,763.80
2,281.83
30.09

55,637.40
2,318.23
30.57

60,242.00
2,510.08
33.10
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Level Step 1
1 42,861.00
Semi monthly 1,785.88
Hourly 23.55
2 43,807.40
Semi monthly 1,825.31
Hourly 24.07
3 44,626.40
Semi monthly 1,859.43
Hourly 24.52
4 45,445 .40
Semi monthly 1,893.56
Hourly 24.97
5 48,994.40
Semi monthly 2,041.43
Hourly 26.92
6 49,813.40
Semi monthly 2,075.56
Hourly 27.37
7 54,054.00
Semi monthly 2,252.25
Hourly 29.70

CUPE Salaries
Effective July 1, 2023

Step 2
44,826.60
1,867.78
24.63

45,791.20

1,907.97
25.16

46,883.20
1,9563.47
256.76

47,738.60
1,989.11
26.23

51,360.40
2,140.02
28.22

52,197.60
2,174.90
28.68

56,620.20
2,359.18
31.11

Step 3
46,828.60
1,951.19
25.73

47,775.00

1,990.63
26.25

49,140.00
2,047.50
27.00

50,031.80
2,084.66
27.49

53,726.40
2,238.60
29.52

54,600.00
2,275.00
30.00

59,186.40
2,466.10
32.52

5.5% GWI + 1.25% COLA

Step 4 Step 5
48,812.40 50,778.00
2,033.85 2,115.75
26.82 27.90
49,740.60 51,742.60
2,072.53 2,155.94
27.33 28.43
51,396.80 53,653.60
2,141.53 2,235.57
28.24 29.48
52,306.80 54,618.20
2,179.45 2,275.76
28.74 30.01
56,092.40 58,458.40
2,337.18 2,435.77
30.82 32.12
56,984.20 59,386.60
2,374.34 2,474.44
31.31 32.63
61,752.60 64,300.60
2,573.03 2,679.19
33.93 35.33
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Effective July 1, 2024*

Level Step 1 Step 2
1 43,716.40 45,718.40
Semi monthly 1,821.52 1,904.93
Hourly 24.02 25.12
2 44,681.00 46,701.20
Semi monthly 1,861.71 1,945.88
Hourly 24.55 25.66
3 45,518.20 47,829.60
Semi monthly 1,896.59 1,992.90
25.01 26.28
4 46,355.40 48,685.00
Semi monthly 1,931.48 2,028.54
Hourly 25.47 26.75
5 49,977.20 52,379.60
Semi monthly 2,082.38 2,182.48
Hourly 27.46 28.78
6 50,814.40 53,235.00
Semi monthly 2,117.27 2,218.13
Hourly 27.92 29.25
7 55,127.80 57,748.60
Semi monthly 2,296.99 2,406.19
Hourly 30.29 31.73

Step 3
47,756.80
1,989.87
26.24

48,739.60
2,030.82
26.78

50,122.80
2,088.45
27.54

51,032.80
2,126.37
28.04

54,800.20
2,283.34
30.11

55,692.00
2,320.50
30.60

60,369.40
2,515.39
33.17

Step 4
49,795.20
2,074.80
27.36

50,741.60
2,114.23
27.88

52,416.00
2,184.00
28.80

53,344.20
2,222.68
29.31

57,220.80
2,384.20
31.44

58,130.80
2,422.12
31.94

62,990.20
2,624.59
34.61

2.00%

Step 5
51,797.20
2,158.22
28.46

52,780.00
2,199.17
29.00

54,727.40
2,280.31
30.07

55,710.20
2,321.26
30.61

59,623.20
2,484.30
32.76

60,569.60
2,523.73
33.28

65,592.80
2,733.03
36.04

*The wage increases shall be adjusted pursuant to Letter of Understanding 3: Cost of
Living Adjustment in the 2022-2025 Support Staff CUPE Multi-Employer Template

(“MET”) Agreement.
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SCHEDULE ‘C’

Provincial Table

Employer Proposal

Date: 2022-11-09
Time:
2022 — CUPE TEMPLATE TABLE

between

POST-SECONDARY EMPLOYERS’ ASSOCIATION {”PSEA"I
representing those employer-members participating in the 2022 CUPE Multi-Employer Table

{"the Employers")
and

CANADIAN UNION OF PUBLIC EMPLOYEES {“CUPE")
representing those of its local unionsparticipating (and whose employers are participating) in the 2022
CUPE Multi-Employer Table
(*the Union")

The parties listed in Schedule "1” have agreed that the following items will form part of the
Memorandum of Agreement between them for the renewal of the local parties’ collective agreements

that expired in 2022. The parties listed in Schedule “1” agree to recommend this template to their
respective principals.

All of the terms of the local collective agreements that expired in 2022 continue except as specifically
varied below and by the other additions, deletionsand/oramendments agreed to during local bargaining.

The effective date for all items will be the date of ratification, unless otherwise specified.

Page1of15
2022 CUPE Muktl-Employer Table Memorandum of Settiement
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1. Term of Agreement

The term of the new collective agreements shall be for thirty-six {36) months, effective from July 01,
2022 to June 30, 2025.

The continuation language of each loca! collective agreement’s Term of Agreement provision, if any,
shall remain asitisin the agreement currently in force.

2. Wage Increase

All wage scales for classifications or positions in the collective agreements shall be increased by the
following percentages effective on the dates indicated:

(a) Effective July 01, 2022, all wage scales in the colilective agreements which were in effect on June 30,
2022 shall be increased by 25 cents per hour. The resulting rates of pay will then be increased by a
further 3.24%. The new rates of pay shall be rounded to the nearest whole cent or dollar as applicable.

(b} Effective July 01, 2023, all wage scales in the collective agreements which were in effect on June 30,
2023 shall be increased by 5.5%. The new rates of pay shall be rounded to the nearest whole cent or
doliar as applicable.

(c) Effective July 01, 2024, all wage scales in the collective agreements which were in effect on June 30,
2024 shall be in¢reased by 2%. The new rates shall be rounded to the nearest whole cent or dollar as
applicable.

{d) The above wage increases shall be adjusted pursuant to Letter of Understanding #3 Re: Cost of Living
Adjustment.

These wage increases shall apply to all current employees who are members of the bargaining unit on the
date of ratification of the applicable local agreement Notwithstanding the foregoing, any former
employees who worked for the local institution and were part of the bargaining unit between July 1, 2022,
and the date of ratification must apply to local institution within six (6) weeks of ratification in order to be
eligible and receive the increased amount as retroactive pay. it is understood that any retroactive
payments will be processed when practicable.

3, Flexibility Allocation

Pursuant to item #11 in the protocol agreement dated November 7, 2022 between the participating
employers and the participating union locals, as defined in item #2 of the protocolagreement, the parties
agree to refer the topic of Flexibility Allocation to the local bargaining parties as follows:

Page 2 of 15
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Flexibility Allocation

The Parties agree that 0.25%.of total compensation base In Year 1 of the collective agreement and another
0.25% of total compensation base in Year 2 of the collective agreement will be available to the local parties
to address items of mutual interest and benefit.

For clarity the amounts are as follows:

Institution Year 1 Year 2*
Camosun $80,350 $164,135
CNC $44,280 $90,465
COTR 516,895 $34,535
NIC $26,145 $53,435
ViU $51,095 $104,405

*Note: Year 2 is the ongoing amount.

4. The parties agree to add the following language to the leave provisions in each local agreement:
Cultural Leave for Indigenous Employees

{a) A self-identified Indigenous employee may request up to two days' leave with pay per calendar
year to organize and/or attend Indigenous cultural event(s). Such leave will not be unreasonably
withheld.

(b) Employees will provide the Employer with the dates of the days for which leave will be
requested. Wherever possible, a minimum of two weeks' notice is required for leave under this
provision.

5. Mental Health Supports

Effective July 1, 2023, the Employers agree that the Extended Health Benefit plans will be amended such
that coverage under the psychologist provision will include social workers and registered counsellors.

Further to the above, while not to be included in its local collective agreement, effective July 1, 2023,
Vancouver Island University will include in its CUPE Support Staff benefits plan a professional service of
combined psychologist, social worker and registered counsellor with a maximum amount of $200 per
person per calendar year.

*The parties agree that additional discussions related to mental health benefits may be tabled at local
negotiations.

6. Support Staff Joint Benefits Committee

The parties agree to meet with Support Staff Unions and the PSEA member employers for the purpose
of creating a Support Staff Benefits Committee with terms of reference as outlined in Schedule 2. The
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loint committee will include equal representation between representatives of CUPE local uniansand
BCGEU bargaining units.

7. Support Staff Joint Gender Neutral Job Evaluation Committee

The parties agree to create a CUPE Support Staff Joint Gender Neutral Job Evaluation Committee in
accordance with LOU #1.

8. Support Staff — Sectoral Colfaboration
The parties agree to LOU #2

9. Public Sector Wage Increases
The parties agree to LOU #4,

10. Ratification

The date of ratification will be the date the parties to a local agreement, including the PSEA Board of
Directors, conclude the ratification of their 2022-25 collective agreement.

Signed by the parties at Nanaimo, British Columbia, on the 9th of November, 2022.

FOR THE PARTICIPATING EMPLOYERS:

" Michael Madill, PSEA

Kristy Brons — CUPE local 2773~~~

%ﬁ% f@@/[lﬁz 57 J

£ NENENNL —
Fred Alag Lily Bachand ~ CUPE local 4951
) )
Ken Crewe, NICp Michelle Waite — CUPE local 3479
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SCHEDULE 1

e Camosun College / CUPE Local 2081

e College of the Rockies / CUPE Local 2773

e College of New Caledonia / CUPE Local 4951
® North Island College / CUPE Local 3479

e Vancouver Island University / CUPE Local 1858
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SCHEDULE 2

q.

JOINT BENEFITS COMMITTEE

Committee Established

The Parties agree to establish a Joint Benefits Committee. The committee shall be equally
represented and shall consist of:

» not more than eight representatives of the Employers; and

» not more than eight representatives of the Support Staff-bargaining units (The Joint
committee will include equal representation between representatives of CUPE local unions
and BCGEU bargaining units).

(Representatives may include employees of PSEA and/or the Unions)

Leaves of absence for union committee members shall be granted in accordance with local
collective agreements.

Committee Mandate

The Joint Benefits Committee has a mandate to undertake tasks related to health and welfare
benefits including:

(a) Comparison and analysis of contract administration and costs, using criteria developed by the
committee.

(b) Monitoring carrier performance including receiving reports from the plan administrator(s).

(c) Reviewing the cost effectiveness and quality of benefit delivery, service, and administration by
carriers, Including accessissues.

(d) Tendering of contracts.

(e) Training on best practices including for local JEIP/JRC committees.

Replace Duplicate Language
Itis the intention of the Parties to replace duplicate language in Local provisions as appropriate.
Adding Additional Members

The parties agree that institutions and unions may join the Joint Benefits Committee with the
consent of PSEA and the existing member unions.

Meetings

The committee will meet up to four times per year, unless otherwise agreed by the parties. It is
understood that meetings will be in virtual format.

Page 7 of 15
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LETTER OF UNDERSTANDING 2022 # 1 \

2022 SUPPORT STAFF CUPE Multi-Employer Template (“MET”) Agreement

Between

POST-SECONDARY EMPLOYERS’ ASSOCIATION (“PSEA")
Representing those employer-members participating in the 2022 MET

And
CANADIAN UNION OF PUBLIC EMPLOYEES {“CUPE”)

representing those of its focal unions participating (and whose employers are participating) in the 2022
CUPE Multi-Employer Table ("the Union")

RE: JOINT GENDER-NEUTRAL JOB EVALUATION STEERING COMMITTEE

1. The following are the participating employers and local bargaining units (CUPE) in this Letter of
Understanding.

Camosun College ~ CUPE 2081

College of the Rockies — CUPE 2773 )
College of New Caledonia ~ CUPE 4951 (T
North Island College — CUPE 3479 ot
Vancouver Island University ~ CUPE 1858

®* 85 6 o &

2. The Parties agree to establish a Joint Job Evaluation Steering Committee (“Committee”) whose
purpose is to develop a Standardized Joint Gender-Neutral Job Evaluation Plan (“Plan”) and a
common wage grid that could be applied in all MET institutions.

3. The Committee shall be equally represented and shall consist of;

e four Employer Representatives; and
s four Union Representatives.

{Representatives may include employees of PSEA and/or CUPE)

Additional staff from the employers or the unlon{s) may be provided to support the Committee.
Minutes of Committee meetings, and any other information agreed to be collected by the
Committee, will be shared and agreed-to by both Parties.

4. The tasks of the Committee will include the following:

a) Create a description of the role and responsibility of the Committee and its decision-making
process.
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b) Establish mutually agreed upon terms of reference.

c) Establish a timeline Including key milestones to ensure that the project meets the target
date.

d) The committee will review of a variety of Gender-Neutral Job Evaluation plans including a
benchmarking classification plan.

e) Subject to mutual agreement and ratification by the local parties: Develop new Job
evaluation language which will replace or amend the following existing and applicable Local
provisions and any other relevant Local provisions, and parts thereof, for those Parties who
adopt the new Job Evaluation Plan in the future:

i.  Camosun College — CUPE 2081: Articles 24 Job Descriptions and Job Evaluation Plan and
Article 25 New Positions or Changed Duties and LOA #2 Re: Job Evaluation

li. College of the Rockies - CUPE 2773 — Article 7.1 Position Descriptions and Salary
Classification

iii.  College of New Caledonia and CUPE 4951 - Article 8 Position Descriptions and Job
Evaluation Procedures

iv.  North Island College and CUPE 3479 - Article 25 Job Classification and Reclassification

v.  Vancouver Island University and CUPE 1858 — Article 27 Job Classification and
Reclassification

Local agreement language concerning issues not related to the job evaluation process will be
continued in other clauses/articles.

f) Meet at least six times per year. Additional meetings may be scheduled with the agreement
of the majority of the Committee members.

g) Identify and engage in-house expertise from the Union and the PSEA (as applicable). it is
understood the Employers may use consultant{s).

The Committee will report out to the Parties, the participating employers and local unions at key
milestones during the development of the plan.

The target for completion of the development of a Standardized Joint Gender-Neutral Job
Evaluation Plan to the point of testing and modelling is December 31, 2024.

Any concerns that arise during the development of the plan will be referred by the Committee
to the Parties for resolution.

Leaves of absence for committee meetings shall be granted without loss of wages or benefits in
accordance with local collective agreements.

Following completion of the Committee’s work on developing and modelling a Standardized
Joint Gender-Neutral Job Evaluation Plan above, the Parties will meet to discuss the potential
implementation of the plan and a common wage grid at the MET institutions and local unions.
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10. It is understood that this LOU does not provide for any funds that may be required to implement
the Standardized Joint Gender-Neutral Job Evaluation Plan and/or common wage grid
developed through this Committee. Any implementation, including salary surveys for the
benchmark jobs, of the Plan will be the subject of future collective bargaining.
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LETTER OF UNDERSTANDING 2022 # 2

2022 SUPPORT STAFF CUPE Multi-Employer Template (“MET”) Agreement

Between

POST-SECONDARY EMPLOYERS’ ASSOCIATION {“PSEA")

Representing those employer-members participating in the 2022 MET

And
CANADIAN UNION OF PUBLIC EMPLOYEES (“CUPE")

representing those of its local unions participating (and whose employers are participating) in the 2022
CUPE Multi-Employer Table ("the Union")

RE: JOINT GENDER-NEUTRAL JOB EVALUATION STEERING COMMITTEE — DISCUSSIONS WITH OTHER
UNIONS AND PSEA EMPLOYERS

1. As appropriate, the parties agree to meet with BCGEU and any other interested Support Staff
unions and the PSEA member employers for the purpose of discussing the mutual benefit of
developing one common Job evaluation plan that would apply to all participating parties.

2. In the event these discussions result in agreement to develop one common job evaluation plan,
then the parties to this agreement will follow the process laid out in letter of understanding #1
in a joint manner together with the designated Union representatives and the PSEA member
employers that agreed to form a joint gender neutral job evaluation steering committee during
the 2022 to 2025 term.

3, In the event the parties are unable to agree on a committee structure to develop a common job
evaluation plan, then this letter of agreement will expire and be of no further force and effect.
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LETTER OF UNDERSTANDING 2022 # 3

PN
; i
Nows”

2022 SUPPORT STAFF CUPE Multi-Employer Template (“MET") Agreement
Between

POST-SECONDARY EMPLOYERS’ ASSOCIATION (“PSEA”}
Representing those employer-members participating in the 2022 MET

And
CANADIAN UNION OF PUBLIC EMPLOYEES (“CUPE")

representing those of its local unions participating (and whose employers are participating} in the 2022
CUPE Multi-Employer Table {"the Union")

Re: Cost of Living Adjustment

Deflnitions
“General Wage Increase” or “GWI|” means the overall general wage increase expressed as a
percentage.

“Cost of Living Adjustment” or “COLA” means a percentage-based general wage increase
adjustment provided in accordance with this Memorandum of Agreement. COLA is an upward
adjustment applied to and folded into all wage rates, Z5N

The "annualized average of BC CPI over twelve months” (AABC CPI} means the Latest 22-
moanth Average Index % Change veported by BC Stats in March for British Columbia for the
twelve months starting at the beginning of March in the preceding year and concluding at the
end of the following February.

The “Latest 12-month Average Index”, as defined by BC Stats, Is a 12-month moving average of
the BC consumer price indexes of the most recent 12 months. This figure is calculated by
averaging indexlevels over the applicable 12 months.

The Latest 12-month Average Index % Change is reported publicly by BC Stats in the monthly BC
Stats Consumer Price index Highlights report. The BC Stats Consumer Price Index Highlights report
released in mid-March will contain the applicable figure for the 12-months concluding at the end
of February. The percentage change reported by BC Stats that will form the basis for

determining any COLA increase is calculated to one decimal point. For reference purposes

only, the annualized average of BC CPI over twelve months from March 1, 2021 to February

28, 2022 was 3.4%.

COLA

The COLA will be applied as applicable to the GW1 effective on July 1, 2023 and July 1, 2024. The COLA

will be calculated by determining the difference between the AABC CPI and the annual general wage

increase to the maximum COLA prescribed that year in Wage Schedule — Grids. -
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P ik

July 2023

If the 2023 AABC CPI exceeds the July 2023 GWI of 5.5%, then, on July 1, 2023 the July 2023 GWI will be
adjusted upwards to reflect a COLA equal to the difference between the July 2023 GWI and the 2023
AABC CPI up to a maximum of 1.25%.

July 2024

If the 2024 AABC CP| exceeds the July 2024 GW! of 2.0%, then, on July 1, 2024 the July 2024 GWI will be
adjustedupwards to reflecta COLA equal to the difference between the July 2024 GWIand the 2024
AABC CPI up to a maximum of 1.00%.
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LETTER OF UNDERSTANDING 2022 # 4

2022 SUPPORT STAFF CUPE Multi-Employer Template (“MET"} Agreement

Between

POST-SECONDARY EMPLOYERS' ASSOCIATION {"PSEA”)

Representing those employer-members participating in the 2022 MET
And

CANADIAN UNION OF PUBLIC EMPLOYEES (“CUPE")
representing those of its local unions participating (and whose employers are participating) in the 2022
CUPE Multi-Employer Table ("the Union")

Re: Public Sector Wage Increases

1. if a public sector employer, as defined in s. 1 of the Public Sector Employers Act, enters into a
collective agreement with an effective date after December 31, 2021 and the first three years of the
collective agreement under the Shared Recovery Mandate includes cumulative nominal (not
compounded) general wage increases {GWIs) and Cost of Living Adjustments (COLAs) that, in
accordance with how GWIs are defined and calculated in this LOA, are paid out and exceed the sum
of the GWIs and COLAs that are paid out in the 2022-2025 CUPE Support Staff Common Agreement,
the total GWIs and COLAs paid out will be adjusted on the third anniversary of the collective
agreement so that the cumulative nominal (not compounded) GWIs and COLAs are equivalent. This
Letter of Agreement is not triggered by any wage increase or lJump sum awarded as a result of
binding interest arbitration.

2. For the purposes of calculating the general wage increases in paragraph 1:

a) a $0.25 per hour flat-rate wage increase for employees with their hourly wage rates set
outin the collective agreement; or

b) any alternative flat-rate wage increase for employees whose hourly wage rates are not
set out in the collective agreement that is determined by the Public Sector Employers’
Council Secretariat to be roughly equivalent to a $0.25 per hour flat-rate wage increase;

shall be considered to be a 0.5% generaf wage increase, notwithstanding what it actually represents
for the average bargaining unit member covered by the collective agreement. For clarity, under
paragraph 2 a), the combined GWIs of $0.25 per hour and 3.24% in Year 1 are considered to be a
single increase of 3.74% for this LOA. For example purposes only, combining the 3.74% increase (as
it is considered in this LOA) in Year 1 with the maximum potential combined GW!and COLA
increases of 6,75% in Year 2 and 3% in Year 3 would result in a cumulative nominal increases of
13.49% over three years.

3. Forcertainty, a general wage increase is one that applies to all members of a bargaining unit (e.g.
everyone receives an additional $0.25 per hour, $400 per year, or 1% increase) and does not include
wage comparability adjustments, lower wage redress adjustments, labour market adjustments,
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flexibility allocations, classification system changes, or any compensation increases that are funded
by equivalent collective agreement savings or grievance resolutions that are agreed to in bargaining.

A general wage increase and its magnitude in any agreement is as confirmed by the Public Sector
Employers’ Council Secretariat.

This Letter of Understanding will be effective during the term of the 2022 ~ 2025 Local CUPE
Agreements party to this memorandum of settlement.
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APPENDIX A

Group Policy Information

COLLEGE OF THE ROCKIES
Group Policy Number G0039955
Dental Plan Number G0083716

CUPE

Effective June 1, 1997
Life Insurance, Long Term Disability
& Accidental Death & Dismemberment

Effective December 1, 1997
Extended Health Care and Dental Benefit

For claims inquiries, contact Manulife Financial
at 1-800-575-2200

MANULIFE FINANCIAL

Important Note

This summary is not a complete booklet and has been prepared to give you
an informal outline of the main features of your group insurance plan.

Please contact your Human Resources Department for further details.
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SUMMARY OF BENEFITS

Eligibility A regular, full-time or part-time employee working at least 17.5
hours per week (at least 21 hours per week with respect to Long
Term Disability benefits).

Waiting Period First day of the month coincident with or next following one month of
continuous service.

EMPLOYEE LIFE INSURANCE 3 X your annual earnings, rounded to the next higher
$1,000 if not already a multiple thereof, subject to a
maximum of $700,000.

Reduction Your benefit amount reduces by 50% at age 70.
Termination Coverage terminates at the end of the month

following your 75th birthday, or earlier retirement.

ACCIDENTAL DEATH AND
DISMEMBERMENT Coverage duplicates Life Insurance.

LONG TERM DISABILITY 70% of your monthly earnings, rounded to the next
higher $1 if not already a multiple thereof, subject to
a maximum of $3,500 per month.

Benefits begin after 90 days of continuous disability. The maximum benefit period is to
age 65, or earlier recovery.

PRESCRIPTION DRUGS (part of Extended Health Care)

Deductible $35 Single per calendar year; or
$40 Family per calendar year

Coinsurance 100% of eligible expenses

Maximum $15,000 per person per calendar year
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Eligible Expenses:

Reasonable and customary charges for medically necessary drugs and medicines
(excluding Viagra), which by law, require a physician's prescription for purchase. They
include oral contraceptives, injectable preparations, insulin and other diabetic supplies
and allergy serums.

Note: Smoking cessation aids have a lifetime maximum of $500 per individual. Fertility
drugs and treatment are limited to a lifetime maximum of $2,500 per individual.

Supply Limits
Maintenance drugs are limited to a supply which is reasonably used within 90 days.
Other drugs are limited to a 34-day supply.

Purchase Options
Each time you have a drug claim, you have the option to:

(A) Purchase your drugs and submit your receipts as a paper claim for
reimbursement,

OR

(B) Present your drug card to the pharmacist for point of sale assessment and no
requirement to submit receipts to the Insurer. If a Brand Name drug is purchased
with the card and there is a Generic substitute available, reimbursement will be
based on the lowest cost Generic drug.

EXTENDED HEALTH CARE

Deductible $35 Single per calendar year
$40 Family per calendar year

Coinsurance 100% of all eligible expenses

Lifetime Maximum Unlimited

Termination Age 75 or earlier retirement
Hospitalization: Semi-private accommodation.

Convalescent Care Facility: Semi-private accommaodation, following 3 days of hospital
confinement.

Vision Care: Frames and lenses or contact lenses to a maximum of $500 during any
24 consecutive months and $100 every two years for vision exams.

Ambulance: Licensed ambulance service, including air ambulance, to and from the
nearest hospital where adequate treatment is available.
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Paramedical Services: Treatment up to a maximum of $500 per specialty per calendar
year (no limit per visit) for the services of a certified, registered or licensed:

- Chiropractor - Naturopath

- Osteopath - Speech Therapist

- Psychologist - Massage Therapist

- Physiotherapist - Podiatrist or Chiropodist*
- Acupuncturist - Clinical Counselor

- Social Worker - Registered Counsellor

X-rays: $60 per specialty per calendar year for a Chiropractor, Naturopath, Osteopath
or Podiatrist/Chiropodist*.

* Maximum for treatment and x-rays is combined.

Private Duty Nursing: Services provided in your home (other than custodial care,
homemaking services and supervision) by a Registered Nurse, a Registered Nursing
Assistant, a Certified Nursing Assistant, or a Licensed Practical Nurse, to a maximum of
$10,000 per calendar year.

Accidental Dental. Charges for the treatment of accidental injuries to natural teeth or
jaw, provided the treatment is rendered within 6 months of the accident, excluding
injuries due to biting or chewing.

Medical Equipment and Supplies: Rental or, where deemed necessary, purchase of a
hospital bed, wheelchair, respiratory equipment, oxygen and oxygen equipment, and
purchase of braces, crutches other durable medical equipment and supplies including:

- Diabetic equipment: $500 every 60 consecutive months.

- External breast prosthesis: one per 12-month period.

- Surgical brassiere: two per 12-month period.

- Transcutaneous nerve stimulator: rental for up to 6 months.

Orthopedic Shoes/Orthotics which have been specifically designed and constructed,
subject to a maximum of $150 per calendar year for orthopedic shoes.

Laboratory Tests and X-rays, when not covered under the provincial government plan.

Hearing Aids, excluding batteries and repairs, subject to a maximum of $1000 in any
period of 60 consecutive months.

Out-of-Province/Out-of-Canada Expenses:
If, while travelling outside your province of residence or Canada, hospitalization or
medical treatment is required due to emergency and nonelective reasons, the following
expenses in excess of any provincial government plan allowance are covered, provided
they are eligible for reimbursement in whole or in part by any provincial government
plan:

- reasonable and customary charges for semi-private accommodation

- reasonable and customary charges for the services of a physician

- reasonable and customary charges for hospital services and supplies
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The charges listed above are covered when referred by a physician for non-emergency
treatment outside Canada, when treatment is unavailable in Canada and for which there
is no medically sufficient alternate treatment available in Canada.

DENTAL EXPENSE BENEFIT

Deductible Nil

Coinsurance 100% for Basic Services

80% for Major Restorative Services
80% for Orthodontics

Maximums Basic - Unlimited

Major - $2,000 per calendar year
Ortho - $3,000 per lifetime

Termination Age 75 or earlier retirement

Fee Guide: The British Columbia fee guide for General Practitioners' or Specialists' in
effect on the date the charge is incurred.

Basic Services
Each of the following services is limited to once every nine months except
dependant children (up to age 19) and those with dental problems approved by the
plan: oral examinations, bitewing x-rays, fluoride, 1 unit of polishing and oral
hygiene instruction; provided that, for each of the above services, a period of at
least 5 consecutive months has elapsed since the last service was rendered.

Scaling: 8 units in any calendar year.

Full mouth series of x-rays: once every 24 consecutive months.

Passive space maintainers for dependent children.

Fillings (amalgam, silicate, acrylic and composite), stainless steel crowns, pit
and fissure sealants.

Extractions, oral surgery, endodontic treatment (root canal therapy) and
periodontal services (root planing: 6 units per calendar year).

Relines and rebases to existing dentures.

Major Services (unit of time = 15 minutes)

Crowns, gold inlays and onlays where alternate course of treatment could not
be used satisfactorily.

Repairs to existing dentures and bridgework.

Initial provision of full or partial removable dentures and fixed bridgework,
provided at least one natural tooth has been extracted after you become
insured for this benefit.

Replacement of existing dentures and bridgework, provided the existing
appliance is at least 5 years old and no longer serviceable.
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Orthodontics
- Coverage for dependent children only from age 6 up to age 18.

The diagnosis or correction of teeth irregularities and malocclusion of jaws, by

wire appliances, braces or other mechanical aids, commonly known as

“straightening of the teeth”. These include active space retainers, or

orthodontic appliances, for the purpose of repositioning or moving of the teeth.
MEDICAL TRAVEL

The Benefit Overall $10,000 per person per calendar year
Benefit Maximum

Deductible Nil

Benefit Percentage 100%
(Co-Insurance)

Benefit Summary

Benefit Amount $125 per day, to a maximum of 50 days in any calendar year
for all expenses combined. However, where eligible expenses
exceed $125 per day, but do not exceed the average of $125
per day for the year, the average will be paid.

Termination age = employee’s aged 75 or retirement, whichever comes first.
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APPENDIX ‘B’

POST SECONDARY EMPLOYERS' ASSOCIATION
REGISTRY

FORM 001

0. (For PSEA use only:)

1.

2.

College/lnstitute/Agency of Origin

Registrant:

Start Date:

Previous Position Held:

Current Position Held:

Date of Layoff Notice:

Date of Availability:

Registrant Electronic Résumé available at:
Collegel/lnstitute/Agency Personnel Contact Person
College Personnel Contact Phone Number
Bargaining Unit Chairperson/Local President

Bargaining Unit Chairperson/Local President Phone Number

Information Release Waiver for the purposes of the “Freedom of Information and
Protection of Privacy Act".

| agree that the above personal information, my current resumé, and the positions
| was interviewed for can be made available to prospective Employers and Union
via the internet or other means.

Signature of Registrant Date
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Letter of Understanding #1

Between
College of the Rockies
and
CUPE Local 2773

RE: Voluntary Workload Reduction

The College agrees to provide a voluntary workload reduction program during the life of
this agreement. The purpose of the workload reduction program is to allow eligible
Regular Full-time employees the opportunity to take a 'partial paid leave' or a 'temporary
workload reduction' from their regular hours of work.

GENERAL PROVISIONS

1.

Only incumbents who have successfully completed College probationary
requirements and are employed in Regular Full-time positions will be eligible for
consideration. Requests will be assessed on an individual basis and shall consider
such things as the nature of the job duties; operational requirements; and impact on
services to the College staff, students, and the general public.

The Regular Full-time position shall be continued as a Regular Full-time position for
purposes of College and Union "position inventory". The intent being that the Parties
will continue to recognize the position as "normally" Regular Full-time. The voluntary
workload reduction program is not intended to result in the reduction of the number
of Regular Full-time positions in the bargaining unit, nor intended to reduce/alter the
normal hours of work for the Regular Full-time position (i.e. seven [7] hours per day,
thirty-five [35] hours/week, five [5] consecutive days/week).

There shall not be any additional salary and/or benefits costs to the College, nor any
reduction in the 'pre-voluntary workload reduction' salary and/or benefits to the
Regular Full-time employee.

APPLICATION PROCEDURE AND PROCESS

1.

The Regular Full-time employee must first submit their written request to their
immediate Supervisor. The written proposal must provide that the Regular Full-time
employee wishes to apply for a voluntary workload reduction for a minimum of three
(3) months and for a minimum of twenty-one (21) hours per week. The proposal
shall not carry beyond the life of this agreement. The Supervisor, after discussion
with the employee, shall then forward the application to the College President for
final approval.
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2.

The College President or their designate shall normally approve the application
provided that the employee(s) making the application, and the designated Supervisor
agree that an accommodation may occur. Within ten (10) working days of the written
submission, the College President or their designate shall inform the employee(s) in
writing of their decision, and if the request is not approved, the reasons for non-
approval will be in writing. The decision to deny a request shall not be grievable by
the employee and/or by the Union.

. If either the employee and the Union, or the College wants to terminate the approved

arrangement, it shall become terminated upon two (2) weeks' written notice by either
Party and shall not be grievable.

The selection process to fill the balance of the vacated Regular position's workload
and/or portion of the job duties resulting from an approved job share arrangement
shall be in accordance with the Collective Agreement, subject to the "vacated"
portion of the Regular Full-time position's duties not being substantially different than
the overall intent or "whole" job consideration. If the portion of the job duties
"vacated" is substantially different to warrant a review, the review shall be consistent
with the procedures established by the Classification Committee on job evaluation
prior to selection procedures.

REGULAR FULL-TIME EMPLOYEE: PROVISIONS WHILE ON VOLUNTARY
WORKLOAD REDUCTION

1.

The Regular employee who is on an approved job share arrangement shall continue
to accumulate seniority as per the provisions of Article 20.

The Regular employee's salary shall be pro-rated at the appropriate percentage of
the full-time equivalency, based on the number of voluntary reduced weekly hours of
work for the effective duration of the approved job share program, and consistent
with this Letter of Understanding.

The Regular employee's group benefits coverages as per Article 17.2 (Health Care
Benefits); Article 17.3 (Long Term Disability) and Article 17.4 (Pension Plan) shall
continue during the job share arrangement, except that the College shall contribute
benefits premiums to the appropriate percentage of the full-time equivalency, and,
the employee shall then be required to contribute to the balance of the applicable
benefit(s) premium(s).

The Regular employee shall continue to be entitled to all other benefits (e.g. vacation
entitlement, sick leave entitlement, etc.) as per the provisions of the Collective
Agreement during the period of the workload reduction program.

. If the Regular employee is required to work sporadic overtime while they are on the

voluntary workload reduction program, overtime rates as per Article 10.3 apply after
the full hours of work (daily or weekly) have been completed.
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6.

In the event that the Regular employee wishes to terminate the voluntary workload
reduction arrangement as per this Letter of Understanding, then, they shall be
returned to their full-time status. Any other employee hired to temporarily fulfill the
“balance” of the job duties and/or workload commitments shall then be notified that
their employment duration is therefore deemed to be “completed”. In no case shall
the College be required to provide any layoff notice or pay in lieu of notice or any
other extra compensation to the other employee because the Regular incumbent
wishes to resume full time responsibilities. Likewise, in the event that a Regular
employee resigns from employment during the period of the voluntary workload
reduction arrangement, then, the other employee hired to temporarily fill the
“balance” of the job duties and/or workload commitments shall be notified that their
employment duration is completed, and the position vacancy will revert back to
Regular Full-time status.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
#4 -A
Columbia, this /& day of Qucbp)efv , 2023

iristy Brons, President

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

e

— D

Human Resources Manager
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Letter of Understanding #2

Between

College of the Rockies and
CUPE Local 2773

RE: Lab Assistants

The parties recognize that Lab Assistants occupying the following job numbers are in
the bargaining unit:

091, 092, 093

These individuals, and their Auxiliary, Term or Regular Sessional replacements, are
included within the scope of the bargaining unit subject to the agreement by the Union of
restricted application to provisions in the current and future collective agreements
between the parties.

Notwithstanding the above, the provisions of the collective agreement between the
parties that shall not apply to these individuals as Lab Assistants include Article 8 (Hours
of Work), Article 9 (Shift Differential), Article 10 (Overtime); and shall be varied/replaced
as follows:

Article 8 Hours of Work

8.1 The normal work week will be assigned by the supervisor. It will

average at least twenty-one (21) hours per week but not greater than
thirty-five (35) hours per week and will normally be scheduled five (5)
consecutive days per week. Through discussion with and as approved
by the immediate supervisor, an employee may be scheduled to work
in excess of the normal work week of thirty-five (35) hours as long as
the total hours worked during an eight-week period does not exceed a
total of two hundred and eighty (280) hours.

Article 9 Shift Differential
Shift differential shall not apply to these positions.
Article 10 Overtime
101 Overtime shall apply to hours worked in excess of two hundred and

eighty (280) in an eight-week period and shall be compensated at one
and one-half (1-1/2) times an employee's regular rate of pay.

85



10.2 An employee shall have the option of taking time off in lieu of overtime at
the applicable overtime rate of one and one-half (1-1/2) times.
Compensating time off with pay in lieu of overtime pay is to be taken within
the employee’s session. Accumulated time off in lieu of overtime may be
taken at a mutually agreeable time between the employee and their
supervisor. In the event that the accumulated overtime cannot be taken in
time off in lieu, it shall be paid out at the end of the employee’s session.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
# |
Columbia, this /6 day of @u%usj , 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

— i J L
Afarianne Kneller,
H

uman Resources Manager
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Letter of Understanding #3

Between
College of the Rockies and
CUPE Local 2773

RE: Student Employment

The Parties hereto recognize the value in assisting students in obtaining practical work
experience as part of the educational process. The Parties therefore agree that
students can only be employed to supplement and complement the services provided by
support staff employees and not for the purposes of eroding the scope of the bargaining
unit by displacing or replacing Regular and Term support staff employees.

1.

The employer agrees that student employment will be utilized only to
accomplish specified work requirements of a limited duration. Therefore, the
Parties agree that the total number of students employed during any one
calendar year shall not exceed six (6) full-time equivalents (students employed
by the College per year) with the maximum duration of any one Auxiliary
placement not to exceed two hundred and eighty (280) work hours in a calendar
year. The Union will be advised of all student employees, their duties and
responsibilities, their duration and location of employment at the beginning of
each semester. This may be varied subject to agreement in writing between
the Parties.

This Letter of Understanding does not prevent the Parties, by mutual written
agreement, from participating in Federal or Provincial initiatives for student
employment over and above the six (6) FTE's mentioned above.

Students may be hired within one of the following categories:

Student Opportunities Fund Students
Auxiliary Students

If the student is hired for a period of three (3) months or longer at greater than
14 hours per week, the student will be a Term employee. Otherwise, they will
be an Auxiliary employee.

The hiring of students will not result in the layoff of bargaining unit employees
nor will it affect the recall opportunities of bargaining unit employees. The
employment of students shall not reduce the normal use of Auxiliaries.

The College agrees to provide adequate supervision of student employees in
the performance of their assigned duties.
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6. Auxiliary students will be paid the British Columbia Provincial minimum wage
plus 8% in lieu of benefits.

7. The Parties agree to review, at the request of either party, the implications of
this Letter of Understanding through the Labour/Management Committee.

8. Student Opportunities Fund students will be those hired through the Student
Opportunities Fund and will not be in the bargaining unit.

9. Auxiliary students will be students hired to perform specified work experience
related to their education. These students will be Auxiliary employees and will
be paid as per the rate in #6 above.

10. All disputes regarding the use of student employees shall be subject to the

grievance procedure starting at Step 3.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Ao
Columbia, this /b day of %%Qﬁ\ 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

Kristy Brons, President

Human Resources Manager
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Letter of Understanding #4

Between
College of the Rockies and
CUPE Local 2773

Re: Restricted Application of Collective Agreement — International Education
Assistant

The College agrees to include the position of Assistant in the International Education
department within the scope of the bargaining unit.

The Union agrees to the restricted application of certain provisions of the Collective
Agreement between the parties in the collective agreement. The provisions of the
Collective Agreement that shall not apply to the Assistant position include Article 2.5 (e)
(Part-time Employees), Article 8 (Hours of Work), Article 9 (Shift Differential), Article 10
(Overtime), and Article 8.5 (Workplace Flexibility). Those Articles shall be
varied/replaced as follows:

Article 2.5 (e) Part-time Employees
The 4-hour shift minimum shall not apply to the Assistant position.
Article 8 Hours of Work

8.1 The workweek is an average of up to thirty-five (35) hours per week,
which shall normally be scheduled up to five (5) consecutive days per
week. However, through discussion with and as approved by the
immediate supervisor, an employee may be scheduled to work in
excess of the normal work week as long as the total hours worked
during a four-week period do not exceed a total of one hundred and
forty (140) hours. Should the position participate in overseas travel,
the averaging period will be increased to eight weeks, and the
employee’s scheduled hours will not exceed two hundred and eighty
(280) hours over that period.

Article 8.5 Workplace Flexibility
This article shall not apply to the Assistant position.
Article 9 Shift Differential
Shift differential shall not apply to the Assistant position.
Article 10 Overtime
101 Overtime shall apply to hours worked in excess of one hundred and

forty (140) hours in a four-week period, or two hundred and eighty
(280) hours in an eight-week period when overseas travel is involved,
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and shall be compensated at one and one-half times an employee’s
regular rate of pay.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British

74
Columbia, this /s day of (Au%u <\ , 2023
CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES

EMPLOYEES LOCAL 2773

oo
arianne Kneller,
Human Resources Manager
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Letter of Understanding #5

Between
College of the Rockies and
CUPE Local 2773

Re: Workplace Practicums

The Parties hereto recognize the value in assisting students in obtaining practical work
experience as part of the educational process. The parties therefore agree that work
placement opportunities will be provided to students under the following terms and
conditions:

1.

Practicum and work placement assignments will be used to engage the student in
working alongside, observing and assisting existing support staff positions to involve
them with experiences that will add to their educational program path. Those
placements will occur over a specified time period and will in no way erode the
scope of the bargaining unit.

All forms of work placement will be recognized and reported on including but not
limited to CAPP, Job Shadow as well as internal and external practicums regardless
of teaching institution.

Practicum and work placement students will generally be utilized for periods of no
more than eight consecutive weeks. Practicum placements of less than 35 hours will
not be added to the FTE count however they will still be reported per area and per
position to help manage workload on support staff. All practicum and work
placement students exceeding 35 hours will contribute to the FTE total.

The total of all practicum and work placements retained in a calendar year will equal
the maximum of one full-time equivalent (FTE).

Detailed reporting will be made available to the Union executive on a quarterly basis
to help manage the FTE consumption and support staff workload.

Practicum and work placement students will not be paid.
The College recognizes the additional workload this may add to support positions
and agrees to provide adequate supervision of practicum and work placement

students.

All disputes regarding the use of Student Practicums shall be subject to the
grievance procedure starting at Step 3.
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SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this /6 day of  (Neoust , 2023
J

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

arianne Kneller,
Human Resources Manager
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Letter of Understanding #6

Between

College of the Rockies and
CUPE Local 2773

Re: International Projects and Marketing Specialist Coordinator
The parties agree to the restricted application of certain provisions of the Collective
Agreement with respect to the positions(s) of International Projects and Marketing
Specialist Coordinator.
The provisions of the Collective Agreement that shall not apply as written in the
collective agreement to this position include Article 2.5 (e) (Part-time Employees), Article
7.9 (Working at Home), Article 8 (Hours of Work), Article 8.5 (Workplace Flexibility),
Article 9 (Shift Differential), Article 10 (Overtime).
Those Articles shall be varied/replaced as follows:

Article 2.5 (e)  Part-time Employees

The 4-hour shift minimum shall not apply to this position.

Article 7.9 Working at Home
This article shall not apply to this position.

Article 8 Hours of Work

8.1 The work week is an average of up to thirty-five (35) hours per week,
which shall normally be scheduled up to five (5) consecutive days per
week. However, through discussion with, and as approved by the
immediate supervisor, an employee may be scheduled to work in
excess of the normal work week as long as the total hours worked
during a six month period do not exceed a total of nine hundred and
ten (910) hours.

Article 8.5 Workplace Flexibility

Workplace flexibility shall not apply to this position.

Article 9 Shift Differential

Shift differential shall not apply to this position.

Article 10 Overtime
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10.1 Overtime shall apply to hours worked in excess of nine hundred and
ten (910) in a six-month period and shall be compensated at one and
one-half times an employee’s regular rate of pay.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British

/J,
Columbia, this /& day of @u%us\ , 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

2

-, ) . Lk
Kris rons, President

Human Resources Manager
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Letter of Understanding #7

Between
College of the Rockies and
CUPE Local 2773

Re: Information Officer/Recruitment

The College agrees that the position of Information Officer/Recruitment be included
within the scope of the CUPE bargaining unit subject to the Agreement by the Union of
restricted application to provisions in the current and future collective agreements
between the Parties.

Notwithstanding the above, the provisions of the Collective Agreement between the
Parties that shall not apply to the Information Officer/Recruitment include Article 8
(Hours of Work), Article 9 (Shift Differential), Article 10 (Overtime); and shall be
varied/replaced as follows:

Article 8: Hours of Work

8.1 The normal work week is an average thirty-five (35) hours per week, which shall
normally be scheduled five (5) consecutive days per week. However, through
discussion with and as approved by the immediate supervisor, an employee may
be scheduled to work in excess of the normal work week of thirty-five (35) hours
as long as the total hours worked during a four-week period do not exceed a total
of one hundred and forty (140) hours.

8.2 A full time employee shall receive two (2) fifteen-minute paid rest breaks; one to
occur in the first half of the shift and one to the second half of the shift.

Article 9: Shift Differential
9.1  Shift differential shall not apply to the Information Officer/Recruitment position.
Article 10: Overtime

10.1  Overtime shall apply to hours worked in excess of one hundred and forty (140)
hours in a four-week period (average 35 hours per week), and shall be
compensated at one and one-half (1-1/2) times an employee’s regular rate of

pay.

10.2 An employee shall have the option of taking time in lieu of overtime at the
applicable overtime rate of one and one-half (1-1/2) times. Compensating time
off with pay in lieu of overtime pay is to be taken within six (6) months from the
time the overtime was incurred. Accumulated time off in lieu of overtime may be
taken in full days or one-half days at a mutually agreeable time between the
employee and their supervisor. In the event that the accumulated overtime
cannot be taken in time off in lieu, it shall be paid out at the concluding calendar
year end, or, depending upon the circumstance presented, overtime may be
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carried forward as mutually agreed to, in advance, by the College and the
employee.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this A day of Q‘“S‘ Pyt , 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

—_— R | = o o .

-
arianne Kneller,
Human Resources Manager
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Letter of Understanding #8

Between
College of the Rockies and
CUPE Local 2773

Re: Student Housing Coordinator
Student Housing Operations Specialist

The Parties recognized that the on-going operational requirements of the positions
listed above are unique to meet the needs of the students of College of the Rockies.

The College agrees that these positions are included within the scope of the CUPE
bargaining unit, subject to the Agreement by the Union of restricted application to
provisions in the current and future collective agreements between the Parties.

Notwithstanding the above, the provisions of the Collective Agreement between the
Parties that shall not apply to these positions include Article 8 (Hours of Work), Article
9 (Shift Differential), Article 10 (Overtime); and shall be varied/replaced as follows:

Article 8: Work Hours

8.1  The normal work week is an average thirty-five (35) hours per week, which shall
normally be scheduled five (5) consecutive days per week.

8.2 A full-time employee shall receive two (2) fifteen — minute paid rest breaks; one to
occur in the first half of the shift and one in the second half of the shift.

Article 9: Shift Differential

9.1  An employee whose scheduled work shift commences prior to 07:00 hours or
terminates after 18:00 hours shall be paid a shift differential of one dollar ($1.00)
per hour for those specific shift hours worked. Shift Differential shall apply to all
hours worked on a Saturday(s) or Sunday(s).

9.2  Shift differential and overtime shall not apply at the same time for the same work
shift.

Article 10: Overtime

10.1 Overtime shall only apply to those assigned hours worked in excess of one
hundred and forty (140) hours in a four-week period (average of 35 hours per
week), and shall be compensated at one and one-half (1%2) times the employee’s
regular rate of pay.

10.2 An employee shall have the option of taking time off in lieu of overtime at the

applicable overtime rate. Accumulated time off in lieu of overtime may be taken
in full day(s) or one-half day(s) at a mutually agreeable time between the
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employee and the employee’s supervisor. Accumulated overtime earned not
taken shall not normally be carried forward in excess of twelve (12) months.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this JET day of __ (uopst 12023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

:Bhs_b

Kristy Brons, President M arianné_KneIIer,
/Human Resources Manager
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Letter of Understanding #9

Between
College of the Rockies and
CUPE Local 2773

Re: Restricted Application of Collective Agreement —Wage Subsidy Program
Coordinators

The College agrees to include the position of Wage Subsidy Program Coordinator
within the scope of the bargaining unit.

The Union agrees to the restricted application of certain provisions of the Collective
Agreement between the parties in the Collective Agreement. The provisions of the
Collective Agreement that shall not apply to the Coordinator positions include, Article 8
(Hours of Work), Article 9 (Shift Differential), Article 10 (Overtime), and Article 8.5
(Workplace Flexibility). Those Articles shall be varied/replaced as follows:

Article 8 Hours of Work

8.1 The workweek is an average of up to thirty-five (35) hours per week,
which shall normally be scheduled up to five (5) consecutive days per
week. However, through discussion with and as approved by the
immediate supervisor, an employee may be scheduled to work in
excess of the normal work week as long as the total hours worked
during a four-week period do not exceed a total of one hundred and
forty (140) hours. Should the position participate in excessive travel
throughout the region, the averaging period will be increased to eight
weeks, and the employee’s scheduled hours will not exceed two
hundred and eighty (280) hours over that period.

Article 8.5 Workplace Flexibility

This article shall not apply to the Coordinator positions.
Article 9 Shift Differential

Shift differential shall not apply to the Coordinator positions.

Article 10 Overtime

101 Overtime shall apply to hours worked in excess of one hundred and
forty (140) hours in a four-week period, or two hundred and eighty
(280) hours in an eight-week period when excessive travel is involved,
and shall be compensated at one and one-half times an employee’s
regular rate of pay.
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SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
#4
Columbia, this /C day of (%%QS F 12023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

anne Kneller,
Human Resources Manager
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Letter of Understanding #10

Between
College of the Rockies and
CUPE Local 2773

Re: Fire and Compliance Administrator

The parties agree to the restricted application of certain provisions of the Collective
Agreement with respect to the positions(s) of Fire and Compliance Administrator.

For the two periods of January 1 to February 15 inclusive and May 15 to June 30
inclusive each calendar year only, the provisions of the Collective Agreement that shall
not apply as written in the collective agreement to this position include Article 2.5 (e)
(Part-time Employees), Article 7.9 (Working at Home), Article 8 (Hours of Work), Article
8.5 (Workplace Flexibility), Article 9 (Shift Differential), and Article 10 (Overtime).

The parties acknowledge that the two periods outlined above are intended to reflect
periods during which travel is required to attend the PRO Board conference and certain
trade shows/conferences. Should the dates of these events change, the periods may be
shifted accordingly by the College.

Those Articles shall be varied/replaced as follows:

Article 2.5 (e) Part-time Employees

The 4-hour shift minimum shall not apply to this position.
Article 7.9 Working at Home

This article shall not apply to this position.
Article 8 Hours of Work

8.1 The work week is an average of up to thirty-five (35) hours per week,
which shall normally be scheduled up to five (5) consecutive days per
week. However, through discussion with, and as approved by the
immediate supervisor, an employee may be scheduled to work in
excess of the normal work week to accommodate travel and
responsibilities associated with attendance at assigned functions or
events.

Article 8.5 Workplace Flexibility

Workplace flexibility shall not apply to this position.
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Article 9 Shift Differential
Shift differential shall not apply to this position.

Article 10 Overtime

10.1 Overtime shall apply to hours worked in excess of two hundred and ten
(210) hours in a six-week period, when travel is involved, and shall be
compensated at one and one-half times an employee’s regular rate of
pay. Such accrued overtime shall be taken as time off in lieu
according to a schedule approved by the employer.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
.#, "
Columbia, this U~ day of __ Quawst 12023
J

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

>

-
rianne Kneller,
Human Resources Manager

_Kristy Brons, Preside-nim'
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Letter of Understanding #11

Between
College of the Rockies and
CUPE Local 2773

Re: Term Employees — Vacation, Extended Health and Dental Benefits

Where a term employee is appointed to a position that is for a period of twelve months
or longer the employee will have the choice of:

1. Sixteen percent (16%) calculated on their total wages in lieu of such benefits,
including annual vacation pay, or

2. Three weeks paid vacation, Extended Health/Vision and Dental; Life Insurance
and Accidental Death and Dismemberment.

3. The enroliment rules for the benefit plans will be applied as per the current policy
in place for the CUPE division.

If the employee decides to take the sixteen percent (16%) in lieu of benefits this

decision will be binding for the duration of the term appointment.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this A day of @Sug + 2023

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

S .
. arianne Kneller,
Human Resources Manager

_Kristy Brons, President
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Letter of Understanding #12

Between
College of the Rockies and
CUPE Local 2773

Re: Student Enhancement Auxiliary Fund (SEAF)

Deleted
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Letter of Understanding #13

Between
College of the Rockies and
CUPE Local 2773

RE: Modified Work Week Schedules

Whereas the College of the Rockies and CUPE Local 2773 recognize that certain
employees may be interested in working a modified work week schedule, a joint
committee shall be struck to investigate opportunities to implement pilot
modified work week schedules at the College.

The Committee will be governed by the following principals:

Modified Work Week schedules may not be feasible in all service areas due
to the operational requirements of the Employer.

Modified Work Week schedules must not produce any additional cost (i.e.
overtime, additional staffing requirements, benefits or leave costs) to the
Employer.

Modified Work Week schedules must not create any reduction in service
levels of the department implementing the modified/compressed schedule
as determined by the College.

Modified Work Week schedules must be initiated by the employee(s) to
work the modified schedule.

The College and Union must agree to modified work week schedules, by
separate written agreement.

Modified Work Week schedules must be piloted and assessed.

Modified Work Week schedules may be discontinued where the College
determines the modified schedule is not operating in a manner consistent
with the principles outlined above.

The Committee shall be comprised of two (2) representatives from the College
and two (2) representatives from the Union. The Committee shall involve others
from the College with direct knowledge of topics under discussion as required.

The Committee shall:

Investigate similar Modified Work Week Schedules implemented in the
sector or elsewhere;

Identify departments within the College most suited to implementing
Modified Work Week Schedules; and

Develop guidelines for Modified Work Week schedules, including
appropriate assessment criteria.

Where appropriate, recommend a modified work week schedule(s) that
could be piloted.

The Committee shall meet within sixty (60) days of the ratification of the current
collective agreement. Work Week schedules to be piloted shall be identified
within six (6) months.
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This Letter of Understanding will expire on June 30, 2025 and will only be
renewed with the agreement of both the Union and the Employer.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook,
British

-4 ,
Columbia, this /é day of CBUSL)S }‘ !
2023
CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773
Krrsty%rons—Presrden‘l—\ ~~ Marianne Kneller,

Human Resources Manager
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Letter of Understanding #14

Between
College of the Rockies and
CUPE Local 2773

RE: Lifestyle and Wellness Spending Account

The parties agree that in order to assist in the enhancement of the lifestyle and
health and wellness of employees, a Lifestyle & Wellness Spending Account
(LWSA) shall be provided to eligible Regular and Term employees.

The LWSA is intended to promote the health and wellness of employees that:

Encourages habits of wellness;

Increases awareness of factors and resources that contribute to
personal wellbeing; and

Inspires individuals to enhance their own health (physical and/or
psychological).

The LWSA fund shall be established with a one-time contribution of $16,897 (Year
1 of the Flexibility Allocation) and the remaining, unallocated funds from the

Student Enhancement Auxiliary Fund (SEAF), per LOU#12 ($90,000), as at June

30, 2023.

The LWSA funds will be apportioned to Reqular and Term employees employed

as at the date of ratification on the basis of FTE status.

The LWSA will be subject to Canada Revenue Agency rules and requirements for
taxable benefits.

Employees shall be permitted to use their LWSA towards health & wellness
initiatives, such as:

Membership and/or admission to fithess facilities;

Textbooks and/or related media on health and/or wellness related
topics;

Smoking cessation, weight loss or addictions programs;

Classes/courses for health/wellness enhancement or for personal or

professional development;

Fitness Instruction/Personal Trainers;

Admission fees for races and fithess activities;

Fitness trackers and app subscription, such as Fitbit or
MyFitnessPal, and other technology;

Consultation session(s) with a Registered Dietitian or Nutritionist;
Meditation/Mindfulness classes or programs;

Active wear and sports equipment;

Artistic and Cultural activities, courses and supplies; and

For other lifestyle or wellness purposes, as aqreed by the College

and Union.
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To promote employee wellness, expenses must benefit the employee directly.
Reimbursement for expenses cannot have been claimed elsewhere such as under
an extended health plan or other plans where such expenses may be claimed.

Employees must submit receipt(s) for purchases made within the year for
approval of reimbursement prior to June 30, 2025.

If an employee has unused LWSA funds when they leave the employ of the
College, that unused allowance is forfeited.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British

+4
Columbia, this A day of Q)r)us - 12023
CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773
= .
\‘;Tr_éh_\ 5 -
Kristy Brons, President _arianne Kneller,

Human Resources Manager
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Letter of Understanding #15

Between
College of the Rockies and
CUPE Local 2773

The parties agree that the $45,000 annual ongoing funding for the SEAF fund be
used to staff an Enrolment Services clerk position to be stationed at the front
counter. The FTE will be based on the funds available.

Effective July 1, 2023.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British
Columbia, this [ dayof  (Ncyst 12023
J

CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES
EMPLOYEES LOCAL 2773

e
p—
e

& = e = smTmT=—e= .
Kristy'Brons, President e _~Marianne Kneller,
Human Resources Manager
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Letter of Understanding #16

Between
College of the Rockies and
CUPE Local 2773

RE: Application of Article 10.2

For the duration of the 2022-2025 collective agreement, employees with
accumulated banked overtime in excess of 105 hours as at the date of ratification
will not have hours paid out until after June 30, 2025, unless requested by the
employee. Any accumulated hours may be taken at a mutually agreeable time
between the employee and their supervisor prior to June 30,2025.

This letter will expire June 30, 2025.

SIGNED BY BOTH PARTIES TO THIS AGREEMENT, in the City of Cranbrook, British

e .-74,
Columbia, this /& day of @JS()% = 2023
CANADIAN UNION OF PUBLIC COLLEGE OF THE ROCKIES

EMPLOYEES LOCAL 2773

_~"Marianne Kneller,
Human Resources Manager
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